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Abstract
The lack of successful knowledge management (KM) practices significantly hinders
competitive advantage in small businesses. This case study was designed to explore what
effective KM strategies convenience foods franchise industry business owners or
managers use to increase competitive advantage. The study population consisted of 7 fast
food franchise owners or managers in or near the Research Triangle Park area of North
Carolina. The cognitive model of KM was the conceptual framework that grounded the
study. Face-to-face interviews were used for the data collection process. Data were
organized into nodes and coded for thematic analysis. The 3 major themes that emerged
from the data were training as a KM strategy for competitive advantage, people-focused
KM strategy for competitive advantage, and a collaborative team environment for KM
implementation. The implications for positive social change include assisting in
extending the life and dominance of U.S. based franchised businesses through improved
competitive advantage strategies. The sustainment of local franchise businesses could
also benefit local communities in the form of job opportunities and economic stimuli.
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Section 1: Foundation of the Study
Knowledge management (KM) is recognized as a strategic component in business
and a critical success factor in establishing competitive advantage (Chatzoudes,
Chatzoglou, & Vraimaki, 2015; Chu, KrishnaKumar, & Khosla, 2014). Intangible
resources have become as important as tangible resources in establishing and maintaining
a strong market presence (Rehman, Ilyas, & Ashgar, 2015). Understanding how to
implement KM strategies to transform knowledge into capital is vital for business leaders
and managers (Rehman et al., 2015). Efficient KM strategies provide business
executives a means to identify, balance, and manage organizational knowledge sources
resulting in exceptional organizational performance (Chu et al., 2014; Rehman et al.,
2015)
Background of the Problem
Ineffective KM strategies in small businesses may result in loss of competitive
advantage, decreased productivity, and loss of intellectual capital that could materialize
into profits (Akhavan & Pezeshkan, 2014; Wu & Chen, 2014). Despite these significant
risks, many business leaders are unwilling to invest in corrective KM programs because
such programs are time intensive and require additional expense (Massingham &
Massingham, 2014). Additionally, empirical KM researchers have not revealed any
significant findings regarding improved firm performance due to KM investments
(Massingham & Massingham, 2014; Wu & Chen, 2014). However, current KM
researchers recognized the phenomenon as a critical success factor in establishing and
maintaining competitive advantage, specifically in service firms and franchise based

2
businesses (Paswan, D’Souza, & Rajamma, 2014; Weaven, Grace, Dant, & Brown,
2014).
KM software expenditures for U.S. based companies exceed 70 billion dollars per
year (Massingham & Massingham, 2014). Many business leaders do not experience a
level of benefits equitable to such a large investment (Massingham & Massingham,
2014). This conundrum impedes future KM investment decisions and hinders business
executives in creating and sustaining a competitive edge over rival companies
(Massingham & Massingham, 2014).
Problem Statement
The lack of successful KM practices significantly hinders competitive advantage
in small businesses (Akhavan & Pezeshkan, 2014; Paswan, et al., 2014). Ineffective KM
strategies have contributed to an estimated annual loss of $31.5 billion among U.S.
Fortune 500 companies (Massingham & Massingham, 2014). The general business
problem is convenience foods franchise business owners who do not apply effective KM
strategies may experience a loss of competitive advantage. The specific business
problem is some convenience foods franchise industry business owners lack effective
KM strategies to increase competitive advantage.
Purpose Statement
The purpose of this qualitative case study was to explore effective KM strategies
convenience foods franchise industry business owners or managers use to increase
competitive advantage. The targeted population consisted of 7 fast-food chicken
restaurant franchise owners or managers in or near the Research Triangle Park region of
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North Carolina who have successfully implemented effective KM strategies to achieve
competitive advantage. Providing franchise business leaders effective KM strategies for
competitive advantage impacts social change by potentially increasing the longevity and
dominance of U.S. based franchised businesses, contributing directly to job growth and
economic stimuli.
Nature of the Study
The methodology options for conducting the research were quantitative,
qualitative, or mixed (Counsell, Cribbie, & Harlow, 2016; Molina-Azorin, 2016; Yin,
2014). Yin (2014) posited qualitative methods are best suited for exploring individuals’
experiences through direct interaction within contemporary settings. The focus for the
research question to elicit responses from participants’ circumstantial experiences is
characteristically indicative of the need for the qualitative method (Yin, 2014).
Quantitative methodologies are most appropriate when examining the relationship or
differences among variables (Counsell et al., 2016). Since this study did not involve
analysis of relationships or differences among variables, a quantitative approach was not
appropriate (Counsell et al., 2016). Lastly, the mixed method is applicable when both
examining and exploring multiple forms of data to test and explore a complex
phenomenon (Ingham-Broomfield, 2016; Molina-Azorin, 2016). Therefore, since the
mixed method approach requires using the quantitative method, the mixed method was
not a proper fit for the scope of the research for this study (Ingham-Broomfield, 2016;
Molina-Azorin, 2016).
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Qualitative researchers can utilize several designs including narrative research,
phenomenology, ethnography, grounded theory, and case studies (Garcia & Gluesing,
2013). Narrative research consists of chronological events about an individual’s life
(Garcia & Gluesing, 2013). Phenomenology is philosophically based and involves
longitudinal study of participants to assess the meanings of experiencing phenomena
(Santha, Sudheer, Saxena, & Tiwari, 2015; Sarma, 2015). Ethnography is a qualitative
design for studying cultural groups in their indigenous setting (Garcia & Gluesing, 2013).
Researchers use grounded theory to compare multiple data sets through theoretical
sampling with the purpose of developing a generalized theory based on participants’
experiences and supporting data (Levers, 2013; Lokke & Sorenson, 2014). Lastly, the
case study design consists of in-depth exploration of a phenomenon or process over a
specific time period (Lokke & Sorenson, 2014; Yin, 2014). I therefore concluded the
qualitative case study design was most appropriate for this research project.
Research Question
The central research question was what effective KM strategies do convenience
foods franchise industry business owners or managers use to increase competitive
advantage?
Interview Questions
The interview questions follow:
1. How do you define knowledge management in the context of your day-to-day
operations as a fast-food chicken restaurant franchise owner?
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2. How do you define competitive advantage within the fast-food chicken
restaurant franchise industry?
3. What processes do you use to formulate knowledge management strategies for
competitive advantage?
4. How do you implement knowledge management strategies to increase the
competitive advantage of your business?
5. What specific techniques do you use to identify knowledge sources?
6. Once you have identified knowledge (a new idea, concept, suggestion, best
practice), what methods or processes do you use to compile and store that
knowledge?
7. What additional insights or comments would you like to add to our discussion?
Conceptual Framework
Organizational science theorists such as Teece (1998), Drucker (1991), and
Winter (1987) contributed to the cognitive theory of KM. The cognitive model of KM
describes knowledge as a firm’s critical strategic asset in maintaining competitive
advantage (Kakabadse, Kakabadse, & Kouzmin, 2003). The locus of the theory is tacit
knowledge, or an individual’s internal, intellectual know-how (Polyani, 1958;
Wickramasinghe, 2003). The management of the abstract nature of internal human
knowledge is essential in organizational settings (Swan & Newell, 2000). The cognitive
theory of KM is a means to address the requirement to manage tacit knowledge in a
business environment. The cognitive model of KM includes the key concepts of the
effective and efficient (a) creation of knowledge, (b) discovery of knowledge sources, (c)
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compilation of knowledge, and (d) sharing of knowledge throughout the organization to
maintain a competitive edge (Kakabadse et al., 2003; Swan & Newell, 2000). In
application to this study, I would expect the tenets of cognitive KM theory to guide
participants in determining KM strategies needed to maintain a competitive advantage in
their respective convenience foods franchise businesses.
Operational Definitions
Competitive advantage: Competitive advantage is any unique organizational
resource or capability that cannot be imitated or substituted by another organization
(Ghapanchi, Wohlin, & Aurum, 2014).
Explicit knowledge: Explicit knowledge is human cognition and/or experience
that has been codified or formalized in written form for distributed use or exploitation
(Polyani, 1958).
Knowledge management: Knowledge management is the process through which
knowledge is created, identified, accessed, stored, distributed, and made actionable in an
organizational setting (Giampaoli, Ciambott, & Bontis, 2017).
Tacit knowledge: Tacit knowledge is embedded in human cognition and
experience (Polyani, 1958). It is consummately connected with an individual’s expertise
(Garcia & Coltre, 2017).
Assumptions, Limitations, and Delimitations
Assumptions
Assumptions are defined as unproven data that researchers perceive as valid
(Ngulube, 2015). I assumed all participants received formal training and had business
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experience that made them familiar with KM, business strategy, and competitive
advantage. I also assumed all participants would answer the interview questions
truthfully.
Limitations
Limitations are defined as factors that could negatively impact the findings of a
study (St. John et al., 2016). One limitation to this study was the restricted number of
participants. The narrow focus on the fast food franchise industry was also a limitation.
The case study involved managers and/or franchise owners of three fast food franchise
units, and all of the franchises belonged to the same parent company. The inclusion of
more participants and franchise companies may have further validated the effectiveness
of the KM strategies discussed in the study.
Delimitations
Delimitations are defined as the specific focus area or boundary and scope of the
study (Kromidha & Kristo, 2014). This study focused on exploring successful KM
strategies of franchise owners and/or managers in the U.S. based fast food franchise
industry. Though the findings of this study are valuable to leaders, managers, and
business owners in the fast food franchise industry, it may be difficult for KM
practitioners in other industries to benefit from the research. The interpretation and
application of KM principles is extremely broad and the phenomenon crosses multiple
disciplines. Therefore, KM strategies that are beneficial in the fast food industry may not
realize the same level of profit in other industries. Additionally, KM practices and
processes in foreign countries and industries may also differ dramatically from those
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found in U.S. based franchise businesses. Though KM practices in foreign markets were
outside the scope of this study, this may be an area for future research for practitioners
and researchers seeking to better understand and improve KM efforts outside the fast
food franchise industry and outside the U.S.
Significance of the Study
Franchise organizations in the United States (U.S.) produce in excess of 490
billion dollars in GDP, create approximately 18 million jobs, and contribute nearly 2
trillion dollars to the economy (Mishra, Mishra, & Grubb, 2015; Paswan et al., 2014).
These economic stimuli make franchise systems vital to the American economy
(Akhavan & Pezeshkan, 2014; Weaven et al., 2014).
The findings of this study could assist in extending the life of U.S. based
franchised businesses by improving competitive advantage strategies. Specifically,
findings surrounding KM strategies may also inform business leaders of best practices
that lead to talent development among organization employees, new methods of
compiling and preserving knowledge from previous or exiting employees, and continuity
of service throughout the organizational structure. The sustainment of local franchise
businesses could also serve to strengthen local communities adding a sense of value and
pride, and creating opportunities.
A Review of the Professional and Academic Literature
The purpose of this qualitative case study was to explore the KM strategies and
theories fast-food franchise business leaders have applied to create competitive
advantages. I examined peer-reviewed journal articles, book reviews, and scholarly
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seminal works from multiple business and management databases to include Business
Source Complete, ABI/INFORM, Emerald Management, and SAGE Premier.
Additionally, I researched multidisciplinary databases such as ProQuest Central,
Academic Search Complete, and Google Scholar to locate scholarly articles related to
cognitive theory and organization science. I used the central research question in
combination with key concepts of the cognitive KM model as a strategy for researching
the literature. From the research question and conceptual framework, I developed
inclusion criteria to guide the research. The results were the inclusion of a total of 103
published studies reporting on foundational KM theories, KM theory in application to
business, KM as a strategic tool for competitive advantage, and KM strategy in the
franchise industry. Of the 103 peer-reviewed articles, 94 (approximately 97%) were
published within the last five years.
The literature review begins with a discussion of the evolution and tenets of the
cognitive model of KM. Next, I describe the most prominent knowledge definitions and
key concepts of knowledge. The review proceeds with a discourse on KM and
competitive advantage as separate constructs. Finally, the review concludes with an
analysis and synthesis of literature supporting the concept of KM as a strategic tool for
gaining competitive advantage. The key concepts of the cognitive model of KM were
applied as the overall lens for each section of the literature review (Kakabadse et al.,
2003).
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Defining Knowledge
The earliest attempts to define knowledge can be traced to renowned Greek
philosophers such as Socrates and Plato (Karami, Alvani, Zare, & Kheirandish, 2015;
Olivia, 2014). Though Plato’s definition of knowledge as justified true belief emerged as
the most widely accepted among early scholars, many variations have surfaced
throughout the ages (Haider, 2014; Nonaka, 1994). For example, Polyani (1958) is
accredited with establishing the most frequently cited and debated knowledge definition
in social science since the late 1950’s. Though Polyani (1958) did not directly
acknowledge justified true belief in his dissertations on knowledge, his ideals reflected
similar concepts. The concept of justified true belief simplifies to knowledge that has
been validated through experience, extensive verbal conversation, or deductive reasoning
(Kakabadse et al., 2003; Nonaka, 1994). Polyani’s (1958) description of knowledge as a
two-dimensional phenomenon that is borne out of cognitive and empirical processes
shares the same theoretical context as justified true belief (Nonaka, 1994). Polyani
(1958) theorized knowledge as having a tacit and an explicit dimension. Of the two
dimensions, tacit is more complex because it is derived from the cognitive functions of
human minds while explicit knowledge is written or otherwise codified, and therefore
easily understood (Polyani, 1958). While most scholars accepted Polyani’s (1958)
assessment of knowledge, a few debated the validity of the two-dimensional theme.
Karnani (2013) and Rechberg and Syed (2014) provided discourses on the most
prominent points of contention among scholars concerning Polyani’s (1958) proposal.
Some scholars suggested the moment knowledge becomes explicit it is no longer tainted
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by human influence, and is therefore the purest form of knowledge (Rechberg & Sayed,
2014). Other scholars disagreed with Polyani’s (1958) suggestion that knowledge must
be directly borne out of a lived experience (Karnani, 2013; Rechberg & Sayed, 2014).
Being party to another’s experience may also be a source of knowledge (Rechberg &
Sayed, 2014). Individual practiced skill was thought to be another form of tacit
knowledge (Karnani, 2013). Similarly, tacit knowledge could be considered action-based
practical intelligence (Karnani, 2013). It could also be argued that knowledge is
composed of a third dimension integrating the conspicuous social aspects of knowledge
(Karnani, 2013). Though these arguments were all valid, most scholars aligned with
Polyani’s (1958) assessment that explicit knowledge cannot be completely separated
from its human origins (Karnani, 2013; Rechberg & Sayed, 2014). Advocates for and
against the two-dimensional view of knowledge introduced concepts that shaped the
current status of knowledge and knowledge management relative to business. The debate
caused a dramatic shift in how business leaders viewed knowledge in terms of assets and
resources, especially with the introduction of the information age (Kakabadse et al.,
2003; Purcell & O’Brien, 2015). Since concepts of tacit and explicit knowledge frame
the body of literature pertaining to knowledge and KM, this study incorporates elements
of both definitions.
Nonaka (1994), a prominent organization science theorist, relied on Polyani’s
(1958) work and the principles of justified true belief to further define knowledge in
terms of organizational knowledge creation. Nonaka (1994) expanded on Polyani’s
perspectives by further dissecting tacit knowledge into cognitive elements and technical
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elements. Nonaka (1994) explained the cognitive elements of knowledge as the modem
for developing ideals, beliefs, and viewpoints within an individual’s world. The technical
elements of tacit knowledge consist of the unique skills, ability, and know-how that make
knowledge creation possible (Nonaka, 1994). In other words, the cognitive dimension of
tacit knowledge is where ideas are formed whereas the technical dimension of tacit
knowledge is where ideas are acted upon and brought into being (Nonaka, 1994).
Knowledge intersects multiple disciplines such as economics, organizational
science, and philosophy (Anand, Kant, Patel, & Singh, 2015). Within each discipline,
scholars have identified various characteristics of knowledge and expounded on the role
of knowledge in organizations (Anand et al., 2015; Kakabadse et al., 2003). In fact,
economists are credited with defining the marketable aspects of knowledge as a reusable
source that must be aggregated and placed into action to be of any value (Kakabadse et
al., 2003; Swan & Newell, 2000). Teece’s (1998) theories about recognizing and
aggregating organizational competencies to lead the market further expanded this
concept.
The literature illuminates the multi-faceted essence of knowledge alluding to the
complexity of the phenomenon and the need for further study (Ganco, 2013; Tillson,
2013). A review of the multitude of knowledge definitions reveals a common theme of
knowledge as a humanistic, socialistic, philosophical phenomenon (Anand et al., 2015;
Nonaka, 1994; Polyani, 1958; Rechberg & Syed, 2014). The preponderance of
knowledge definitions begin with a form of data, information, or an experience that is
internalized in the individual (Kakabadse et al., 2003; Polyani, 1958; Rechberg & Syed,
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2014). Olivia (2014) posited mankind possesses the ability to change his environment
through the conversion of internal knowledge into external action. Kakabadse,
Kakabadse, and Kouzmin (2003) proposed the process of internalizing and then
externalizing knowledge as the chain of knowledge flow in which data (external
knowledge) matriculates through several stages to eventually become wisdom (internal
knowledge). This concept of internal and external, or intangible and tangible (tacit and
explicit) knowledge is central to defining knowledge, and it is a pervasive theme in the
literature (Nonaka, 1994; Nonaka & Toyama, 2003; Nooshinfard & Nemati-Anaraki,
2014; Wang, Wang, & Liang, 2014).
Tacit and Explicit Knowledge in Business. When tacit knowledge is translated
into explicit knowledge in the form of written documents, scientific formulas, databases,
or instructional manuals, it becomes formalized and can be used to manage and improve
business processes (Omotayo, 2015). Consistent with the tenets of the cognitive model
of KM, once codified, explicit knowledge should be captured, stored, and shared
throughout the organization to maximize effectiveness (Omotayo, 2015). Some scholars
describe information technology as the primary means of storing and disseminating
knowledge (Castillo & Cazarini, 2014). Sabri (2014) suggested KM models should be
socio-technical in nature since knowledge is borne out of human processes, then
exploited technologically. Business leaders place emphasis on achieving the proper
balance in managing the social aspects that derive tacit and explicit knowledge and the
technological aspects that enable the exploitation of these knowledge types (Ho, Hsieh, &
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Hung, 2014). Scholars agreed that such equilibrium yields a greater probability of
increased organizational performance (Castillo & Cazarini, 2014; Sabri, 2014).
To understand the application of tacit knowledge in business, one must consider
the practical aspects of the phenomenon. While the concept of tacit knowledge is
philosophically focused on cognitive processes through which humans form unique
perspectives of their environments, practically, the concept is more concerned with
intellectual knowledge in the form of individual talents, skills, and abilities (Nonaka,
1994; Polyani, 1958). These talents, skills, and abilities are what business leaders have
come to recognize as intellectual capital, or knowledge resources for exploitation (Donate
& Sánchez de Pablo, 2015; Dzekashu & McCollum, 2014). As outlined in the cognitive
model of KM, the ultimate goal is to transfer tacit knowledge into explicit knowledge to
maximize its use throughout the organization (Kakabadse et al., 2003). These concepts
have also been incorporated into modern definitions of knowledge.
Traditional explanations of knowledge focused on origins of knowledge and
knowledge development processes (Haider, 2014; Nonaka, 1994; Polyani, 1958).
Modern definitions of knowledge introduce the principles of competition, dominance,
and strategy (Caiazza, Richardson, & Audretsch, 2015). In alignment with modern
definitions of knowledge, Mousavizadeh, Harden, Ryan, and Windsor (2015) described
knowledge in terms of organizations purporting organizational knowledge as intellectual
capital to be leveraged to achieve dominance. Qureshi and Gani (2015) defined
knowledge not only as an organizational resource, but also as the process of applying and
transforming information into competitive advantage. These additions of modern
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concepts to classical perspectives of knowledge bridge the phenomenon to KM and KM
strategy.
The Evolution of Knowledge Management
The history and evolution of KM has been an enigma to management theorists
and academics for decades (Ribiére & Walter, 2013). The origins of KM theory are
deeply rooted in economic and management theory though KM overall is indisputably a
multidisciplinary phenomenon (Khasseh & Mokhtarpour, 2016). Specifically, KM
converges with disciplines such as marketing, organizational learning, economic
sociology, and organization science. This cross-disciplinary nature of KM has
challenged scholars and practitioners in determining the specifics regarding the origins of
KM as a discipline (Serenko & Dumay, 2015). However, recent studies have revealed
greater details regarding the genesis of the KM as an academic discipline.
Researchers have used several forms of citation analysis to trace and analyze the
life cycle of the KM discipline (Serenko & Dumay, 2015). Normative citation theory is a
means of interpreting scholarly citation behaviors to determine the most prominent works
within a discipline based strictly on scientific value (Serenko & Dumay, 2015). Based on
normative theory citation, Serenko and Dumay (2015) identified the late 90s as the era
when concepts of KM began to assemble as a discipline (Serenko & Dumay, 2015).
Serenko and Dumay (2015) posited the time period between 1999 and 2003 had special
significance for the origins of KM as a scientific discipline (Serenko & Dumay, 2015).
Serenko and Dumay (2015) considered 1999-2003 the introductory phase of the
discipline in which scholars were discovering ideas and developing concepts concerning

16
KM. Omotayo (2015) assessed 1995 as the prominent year in the development of KM as
a discipline, but did not cite any specific source to defend that assessment. Serenko and
Dumay’s (2015) assessment was based on the preponderance of normative research
found in the literature versus empirical research. The introductory phase was thought to
be the period when the foundations for future KM research were established (Serenko &
Dumay, 2015). This was also a time when KM was highly scrutinized by many scholars
who questioned the validity of the phenomenon as an authentic scientific field of study
(Seerenko & Dumay, 2015). Scholars immediately embraced KM as a fresh concept in its
early stages, and the concept dominated for a number of years (Serenko & Dumay, 2015).
However, many critics believed KM would become a type of management fad that would
quickly abate (Serenko & Dumay, 2015). The pattern of ebbs and flows throughout the
KM literature proved that KM was much more than a passing management trend.
During the introductory period of KM, the dominant themes in the literature were
KM as a process and KM for managing competitive advantage (Serenko & Dumay,
2015). KM in relation to organizational culture, information technology, and
communities of practice were less dominant themes (Serenko & Dumay, 2015). It is
important to note that Ribiére and Walter (2013) discovered a resurgence of these less
dominant themes in KM literature during the time period between 2003 and 2012. These
findings further support Serenko and Dumay’s (2015) notion that KM was not a
temporary management trend, but was beginning to mature as a scientific discipline.
Ribiére and Walter’s (2013) identification of current dominant KM themes such as
intellectual capital, knowledge transfer, tacit knowledge, KM strategy, and competitive
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advantage align with contemporary knowledge descriptions that name competition,
knowledge transformation, and intellectual capital as key principles in defining
knowledge (Caiazza et al., 2015; Mousavizadeh et al., 2015).
While Serenko and Dumay (2015) relied on normative theory citation to analyze
the origins of KM, Khasseh and Mokhtarpour (2016) used a modern method to assess
KM publications deriving contrasting conclusions. Khasseh and Moktarpour (2016)
assessed sources spanning 1900-2014 and did not recognize 1999-2003 as a significant
time period in the KM life cycle. In fact, Khasseh and Moktarpour (2016) highlighted
specific years during the mid-1930s to the late 1960s as peak times in KM research
activity. Khasseh and Moktarpour (2016) acknowledged Serenko and Dumay’s (2015)
research but pointed out the articles included in their research referred to sources
included in the 1900-2014 timeframe. The implication here is that KM research must be
historically thorough to obtain a more accurate and comprehensive analysis of the origins
of the discipline.
Understanding KM Theory. The multidisciplinary composition of KM
contributes to the difficulty in identifying specific KM theories (Ribiére & Walter, 2013).
Historically, KM scholars have not cited specific KM theories in published works
(Serenko & Dumay, 2015). The majority of KM literature analyzed by Serenko and
Dumay (2015) from 1999-2003 completely excluded theory. Nonaka’s (1994) theory of
organizational knowledge creation emerged as one of the most dominant theories among
the small number of works that did mention theory in the research (Serenko & Dumay,
2015). Ragab and Arisha (2013) reached the same conclusion in their review of KM
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literature. Ragab and Arisha (2013) named Nonaka’s SECI (socialization,
externalization, combination, internalization) model as the most widely recognized in
KM discourse. The SECI model focused on the conversion processes involved in
converting tacit knowledge into explicit knowledge through various means (Ragab &
Arisha, 2013). Caganova, Szilva, and Bawa (2015) acknowledged Nonaka’s theory as
preeminent among KM related theory. Ribiére and Walter (2013) also identified Nonaka
as a prominent theorist cited in KM literature, but highlighted another concept from
Nonaka’s work known as the concept of Ba. The concept of Ba is of Japanese origins
and was described as part of the knowledge creation process that constantly monitors
interactions between people in specific contexts to identify knowledge creation
hindrances and enablers (Nonaka & Toyama, 2003). In sharp contrast to these
commonalities is Khasseh and Mokhtarpour’s (2016) seem to disagree with the majority
exalting Polyani’s (1958) offerings and diminishing Nonaka’s (1994) contributions.
Along with Nonaka’s (1994) and Polyani’s (1958) theories, the resource-based
view (RBV) of the firm also emerged as a dominant theoretical foundation in KM
literature (Serenko & Dumay, 2015). Scholars named strategic management practitioner
Jay Barney as the most prominent representative of RBV concepts based on his written
works (Bacanu, 2016; Jensen, Cobbs, & Turner, 2016). Other scholars credited
economist Edith Penrose as the originator of foundational concepts that became known as
the RBV of the firm (Kim, Song, & Triche, 2015; Pei, Li, & Tan, 2015). A fellow
economist, Birger Wernerfelt, introduced the concept of firm resources as tools for
competitive advantage (Kim et al., 2015; Pei et al., 2015). Wernerfelt considered
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knowledge one of many possible organizational resources (Kim et al., 2015). Eloranta
and Turunen (2015) applied Wernerfelt’s reasoning naming capabilities, information, and
knowledge as resources available to firms for increased performance. Barney’s
perspectives of the RBV also included knowledge or human capital as a potential rare and
non-imitable firm resource (Jensen et al., 2016). The consistent linking of knowledge
with strategic management principles and theories throughout the literature signaled the
evolution of knowledge management theory.
Nadarajah and Kadir (2014) built upon the RBV concept by declaring the
necessity to further delineate between resources and capabilities within a firm. On this
premise, resources were categorized as tangible, intangible, and human-based while
capabilities focused on skills and competencies (Kim et al., 2015; Nadarajah & Kadir,
2014). The concept that performance indicators should be viewed in the context of
internal, firm-specific resources rather than external resources underpinned the RBV
(Dassler, 2016). The combination of concepts from the RBV and the idea of knowledge
as a source of competitive advantage heavily influenced KM theory and permeated the
literature (Rehman, Ashgar, & Ahmad, 2015).
The knowledge-based view (KBV) of the firm is another strategic management
theory that infiltrated KM literature (Evans, Dalkir, & Bidian, 2014). The KBV features
knowledge as the driving force of all aspects of a firm (Evans et al., 2014). Proponents of
the KBV promote knowledge as both a strategic and financial asset within a firm (Del
Giudice & Maggioni, 2014). KM scholars apply and build upon KBV concepts
throughout the literature. For example, Karkoulian, Messarra, and McCarthy (2013)
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recognized knowledge as a firm’s critical asset categorizing functional knowledge,
tactical knowledge, and hypothetical knowledge. These categories describe the
differences between knowing how to do something, knowing what to do, and knowing
why the task is being done in terms of leveraging knowledge for competitive advantage
(Karkoulian, Messara, & McCarthy, 2013). Other KM practitioners view knowledge in
terms of operations and strategy (Mousavizadeh et al., 2015). From this perspective,
operational knowledge focuses on the exchange of knowledge between individuals while
strategic knowledge is more concerned with the application of knowledge to business
strategy to gain an advantage over rivals (Mousavizadeh et al., 2015). The idea of
strategic knowledge or strategic KM is directly related to the KBV concept.
Though the RBV and the KBV are considered strategic management strategies,
both concepts have significantly influenced KM theories as evidenced throughout the
literature (Mazdeh & Hesamamiri, 2014; Serenko & Dumay, 2015). The literature
revealed several fields of study that have influenced the KM discipline, and KM theories
and models. These disciplines include human resources (Rivera & Rivera, 2016),
organizational performance management (Valmohammadi & Ahmadi, 2015), and
information technology (Moré, Telles, Marinho, & Corrêa, 2016). This broad range of
disciplines makes KM a unique tool accessible to leaders in a variety of industries to
leverage for competitive advantage.
The Cognitive Model of KM
The cognitive model of KM emerged as a result of discourses on the relationships
between knowledge, business organizations, and human thought processes.
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Organizational science theorists such as Teece (1998), Drucker (1991), and Winter
(1987) contributed to the cognitive theory of KM. The work of scholars such as Polyani
(1958) and Nonaka (1994) is also heavily intertwined in the cognitive theory of KM. The
basic commonality among these theorists is the shared view of knowledge as a resource.
In the cognitive model of KM, knowledge is a human element that has been codified into
ideals and concepts for storage and exploitation (Kakabadse et al., 2003). The idea of
knowledge as codified human cognition was the underlying foundation of Polyani’s
(1958) and Nonaka’s (1994) work.
The cognitive model of KM incorporates the concept of knowledge as a firm’s
critical strategic asset in maintaining competitive advantage (Kakabadse et al., 2003).
The underpinnings of this concept can be found in the work of Teece (1998), Drucker
(1991), and Winter (1987) who agreed that knowledge should be viewed as a valuable
resource to the firm. Therefore, developing processes and mechanisms to manage human
knowledge in organizational settings is paramount to the success of the firm (Swan &
Newell, 2000). The cognitive theory of KM is a means to address the requirement to
manage tacit and explicit knowledge in a business environment. The model includes the
key concepts of the effective and efficient (a) creation of knowledge, (b) discovery of
knowledge sources, (c) compilation of knowledge, and (d) sharing of knowledge
throughout the organization to maintain a competitive edge (Kakabadse et al., 2003;
Swan & Newell, 2000).
In the cognitive model of KM, human knowledge and organizational capital are
synonymous and serve as the cornerstone for high firm performance (Aribi & Dupouët,
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2015). Cognitive capital is another term used to describe the knowledge produced
through cognitive processes and used to compete in the market (Bharati, Zhang, &
Chaudhury, 2015). Social capital is another term that surfaces frequently in KM
literature. However, though social capital possesses a cognitive dimension, the term is
not interchangeable with organizational or cognitive capital.
Social capital is centralized on the relationships between organizations and how
those relationships facilitate the flow of knowledge between entities (Mozafari & Dadfar,
2016). Understanding the similarities and differences between social capital and
organizational and cognitive capital deepens comprehension of the cognitive KM model.
Social capital facilitates the creation and exchange of organizational or cognitive capital
(Mozafari & Dadfar, 2016). Organizational or cognitive capital is human knowledge
that has been codified, standardized, and incorporated into routine workflows to become
common knowledge across the organization (Evans, Wensley, & Frissen, 2015).
Therefore, organizational or cognitive capital is representative of the codified, exploitable
knowledge central to the cognitive KM model (Kakabadse et al., 2003). Social capital is
one of several methods through which codification, standardization, and systemization
within the model is made possible (Kakabadse et al., 2003; Mozafari & Dadfar, 2016).
The cognitive KM model is richly based in positivistic thinking. (Kakabadse et
al., 2003). Proponents of positivism posit knowledge can be created and inferred through
empirical means (Hasan, 2016). This positivistic way of thinking directly aligns with the
tenets of the cognitive model of KM. Cognitive processes wrought through experience
and observation produce useful, actionable knowledge (Hasan, 2016; Kakabadse et al.,
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2003). The capture and transformation of experiential and observational knowledge is a
central theme in the cognitive model of KM (Kakabadse et al., 2003).
Constructivists criticized the cognitive approach to KM. Constructivists prefer an
epistemological approach to KM in which the mechanics of knowledge are more deeply
analyzed rather than based strictly on empirical evidence (Echajar & Thomas, 2015).
From the constructivist’s view, the greatest point of contention concerning the cognitive
view of KM is the implication that knowledge is absolute upon codification (Echajar &
Thomas, 2015). Constructivists posited knowledge is constantly changing and
circumstantially based, and can therefore, never be absolute (Echajar & Thomas, 2015).
Furthermore, constructivists suggested knowledge can be attained through physical
means (i.e. body signals) and should not be categorized as a strictly cognitive process
(Echajar & Thomas, 2015).
Perhaps reconciliation of the constructivist and cognitive approaches to KM is
best seen in Nonaka’s (1994) work on the creation of organizational knowledge. Rather
than focus on whether the origins of knowledge were empirical or epistemological,
incomplete or absolute, Nonaka (1994) focused on how the various origins of knowledge
interconnected in the knowledge creation process. As Nonaka’s work progressed, the
influence of social context as advocated by the constructivist view, became more
apparent in relation to creating and managing knowledge (Echajar & Thomas, 2015). On
the other hand, the cognitive, positivist-based approach accounted for the creativity and
written knowledge constructivists forbade (Echajar & Thomas, 2015). Nonaka combined
these approaches in the study of organizational knowledge and set the stage for other
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scholars and practitioners to further define knowledge and its linkage to KM (Echajar &
Thomas, 2015).
Key Concepts of Competitive Advantage
The preponderance of strategic management scholars and practitioners view
Michael Porter as the pioneer of the concept (Bacanu, 2016; Dustin, Bharat, & Jitendra,
2014). Porter’s views of competitive advantage can be summarized in his Five Forces
model for competitiveness (Suwardy & Ratnatunga, 2014). Porter named rivalry, buyers,
suppliers, new market entrants, and substitutes as the five primary forces that shape the
competitive environment (Suwardy & Ratnatunga, 2014). The model was also heavily
based on three types of competitive strategies including cost strategy, differentiation
strategy, and focus strategy (Darabos & Dvorski, 2014; Salavou, 2015). Since its
inception, Porter’s model has served as a guide to assist business leaders in navigating the
complexities of remaining competitive in a market-based environment (Salavou, 2015).
Business leaders who were more adept at maneuvering through the five forces to create
value for stakeholders were more likely to achieve an advantage over rivals (Beaudreau,
2016; Suwardy & Ratnatunga, 2014).
Porter’s concepts can be linked to Jay Barney’s perspectives on the RBV of the
firm (Jensen et al., 2016; Salavou, 2015). Barney’s ideals concerning the RBV expanded
the basic tenets of Porter’s Five Forces model using a specific framework to assist in
identifying and exploiting resources for competitive advantage (Ghapanchi et al., 2014).
The underlying principle of Barney’s framework was that unique company resources that
could not be reproduced or substituted by another firm created the foundation for
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perpetual competitive advantage (Ghapanchi et al., 2014). Barney’s concept could be
considered a type of differentiation strategy, which links to Porter’s Five Forces model.
Scholars also considered Barney the first to distinguish between temporary and
sustained competitive advantage (Bacanu, 2016; Ghapanchi et al., 2014). Identifying
and exploiting rare resources leads to temporary competitive advantage while restricting
the reproduction of rare resources and eliminating substitutions yields sustained
competitive advantage (Barney & Mackey, 2016). Porter did not address the notion of
sustained competitive advantage until his later writings (Beaudreau, 2016).
Barney’s extension of competitive advantage adds another dimension to the
phenomenon that is missing from Porter’s model (Darabos & Dvorski, 2014). According
to Porter’s model, external forces and market position were determinants of competitive
advantage while Barney turned the focus to the firm’s internal resources as potential
advantages (Ferreira, Reis, Serra & Costa, 2014). Specifically, Barney developed the
VRIO (value, rare, imitability, and organizational support) framework, which outlined
criteria for a resource to be considered strategic in terms of increasing competitiveness
(Ghapanchi et al., 2014).
Despite Barney’s and Porter’s significant and widely accepted contributions to
developing the concept of competitive advantage, the literature revealed sharp criticisms
among management scholars and practitioners regarding the lack of a conclusive
definition of the phenomenon (Bacanu, 2016; Lee, Foo, Leong, & Ooi, 2016). Porter
originally associated the concept of competitive advantage with a firm’s financial
dominance in the market (Dustin et al., 2014; Sigalas, 2015). Those who ascribed to
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Porter’s views defined competitive advantage as the ability to create the most value for
stakeholders without excessive expenditures (Bacanu, 2016; Sigalas, 2015). Other
scholars argued Barney’s contributions solidified Porter’s concepts with the introduction
of firm resources as tools for achieving marketplace advantages (Bacanu, 2016; Ferreira
et al., 2014). Other scholars criticized defining competitive advantage with objective
terms such as value and resource (Barney & Mackey, 2016; Sigalas, 2015). Value
changes over time and the status of a resource may also change depending upon demand
and market environment (Barney & Mackey, 2016). Sigalas (2015) suggested
competitive advantage be explained in terms of firm performance and profitability rather
than value and resources. Bacanu (2016) refuted this idea pointing out the impossibility
of determining if an advantage genuinely sparked superior performance, or if superior
performance birthed the advantage. Nadarajah and Kadir (2014) purported
organizational resources and capabilities were indicative of a firm’s capacity to achieve a
competitive edge. Dassler (2015) rebutted this notion suggesting the term should not be
defined by the parameters of resources, capabilities, nor profitability, but by the firm’s
ability to respond to customer demand more effectively than rivals.
The competitive advantage definition debate extends well into the current century.
Modern definition proposals span a vast array of concepts to include information
technology (IT) (Bilgihan & Wang, 2016) innovation (Donate & Sánchez de Pablo,
2015), value co-creation (Gouillart, 2014), and entrepreneurial marketing (Whalen et al.,
2016). Each of these new concepts of competitive advantage has clear linkages to the
traditional definitions proposed by founding scholars. The new concepts also seem to
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resurface the historical debates surrounding the ability to define the concept. For
example, some organizations attempt to gain IT-based advantages by investing in IT to
improve products (differentiation strategy) and deliver greater value to stakeholders at
reduced costs (cost strategy) as a means of improving firm performance (Bilgihan &
Wang, 2016). This approach aligns with Porter’s (1980) ideologies of competitive
advantage, which are centered in three primary strategy types – cost, differentiation, and
focus strategies (Dustin, 2014). This particular IT-focused competitive advantage
strategy approach also invokes the criticism of oversimplification of the relationship
between IT investments and firm performance (Bilgihan & Wang, 2016). Porter’s (1980)
model was often criticized as being much too simplistic for the dynamic global business
environment (Bacanu, 2016).
Though modern competitive advantage definition variations span a wide range of
topics and appear misaligned, the literature revealed the most recurring common threads
as Porter’s (1980) original competitive advantage concepts and Barney’s principles
concerning the RBV of the firm (Bacanu, 2016; Barney & Mackey, 2016; Darabos &
Dvorski, 2014). Scholars who discussed competitive advantage in fields including IT
(Bilgihan & Wang, 2016), dynamic capabilities (Kuo, Lin, & Lu, 2017), and business
modeling (Purkayastha & Sharma, 2016) built their concepts from the foundations of
Porter’s (1980) competitive strategy concepts, the RBV of the firm, or both. Though a
conclusive definition of competitive advantage eludes the strategic management field, the
RBV and Porter’s (1980) competitive strategy concepts are undoubtedly the root of the
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preponderance of mainstream competitive advantage theories and models (Darabos &
Dvorski, 2014; Kuo et al., 2017).
Knowledge Management as a Tool for Competitive Advantage
Influences such as globalization, rapid technological growth, reduced product life
cycles, and the emergence of the information age have drastically revamped the business
environment (Qureshi & Gani, 2015; Salem, 2014). The knowledge-economy emanated
from the information age introducing an era in which individuals relied more on skills,
abilities, and know-how as a means of production (Lee et al., 2016; Urîtu, Corcodel, &
Tanase, 2017). As knowledge resources began to prevail over fiscal resources, the
business economy shifted from a market-based view to a resource-based view with
knowledge as the predominant source to be leveraged to gain competitive advantage
(Brahma & Mishra, 2015; Drucker, 1991). The perception of knowledge as a critical
asset to the success of the firm kindled the requirement for KM programs (Brahma &
Mishra, 2015; Lee et al., 2016).
Scholars agree KM is a necessary tool to properly identify, aggregate, store, and
share knowledge sources for the intent of dominating competitors (Brahma & Mishra,
2015; Lee et al., 2016; Salem, 2014). However, many scholars purported specific details
of how practitioners should use KM to leverage knowledge resources remain elusive
(Giampaoli et al., 2017; Stanciu & Tinka, 2017). Dominant themes in the literature
pertaining to leveraging knowledge assets for market dominance include KM and
innovation (Giampaoli et al., 2017; Kim et al., 2015), leveraging KM through
information technology (Cerchione & Esposito, 2017; Wang & Wang, 2016), and
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knowledge sharing within the KM cycle (Chu et al., 2014; Rehman, et al., 2015). More
specifically, scholars focus heavily on the transformation of tacit knowledge to explicit
knowledge and dissemination throughout the organization to maximize performance (Lee
et al., 2016).
Knowledge Management, Innovation, and Competitive Advantage.
Innovation within a business environment is defined as creation of a new idea, process,
behavior, product, or service to benefit an organization (Ho et al., 2014; Salem, 2014). In
simplified terms, innovation could also be defined as the creation of new knowledge (Ho
et al., 2014; Nonaka, 1994). Innovation (or the creation of new knowledge) (Ho et al.,
2014) involves the merging of cognitive and technical aspects of a human being’s
internal know-how to generate new concepts, some of which are developed into tangible
assets (i.e. products and services) (Salem, 2014; Nonaka, 1994). In other words,
individuals rely on cognitive functions to envision and spark their imaginations, then rely
on technical skills and intelligence to make their visions and imaginations reality in the
form of products, services, processes, etc. (Nonaka, 1994; Polyani, 1958). KM is integral
to the process because the human (tacit) knowledge must be accessed, harnessed,
converted to explicit knowledge, compiled, and disseminated so the entire business
network can benefit from the resulting products, services, processes, etc. (Rehman et al.,
2015; Venkitachalam & Willmott, 2017).
Quershi and Ghani (2015) suggested a synergistic relationship between tacit
knowledge, explicit knowledge, innovation, and KM. Learning, innovation, and
organizational performance form a type of KM process that involves the creation and
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exploitation of new knowledge to create marketplace advantages (Lee et al., 2016;
Quershi & Ghani, 2015). Qureshi and Ghani (2015) described the learning process as
the constant conversion and of tacit knowledge to explicit knowledge. Knowledge
becomes embedded or learned when it is internalized and used to innovate (Qureshi &
Ghani, 2015). The new knowledge borne out of the innovation process leads to
sustainable competitive advantage, which results in increased firm performance (Qureshi
& Ghani, 2015). Though Qureshi’s and Ghani’s (2015) suggested process lacks some
intricate details, the model represented one of few proposed KM cycles that definitively
outlines how to use KM to enable innovation and ultimately gain dominance over rivals.
Perez-Soltero and Soto (2017) echoed similar notions about the relationship
between KM, innovation, and competitive advantage. KM and innovation may both be
considered critical to establishing competitive advantage (Perez-Soltero & Soto, 2017;
Qureshi & Ghani, 2015). Therefore, KM should be integrated into the core processes of
an organization to ensure knowledge assets are properly developed through technical
infrastructures, collaboration, and appropriate application in various contexts within the
business (Perez-Soltero & Soto, 2017). Like Qureshi and Ghani (2015), Perez-Soltero
and Soto (2017) also posited the creation and dissemination of new knowledge within an
organization as a primary determinant of sustained competitive advantage. KM is
considered the pivotal factor in leveraging innovation to attain competitive advantage
(Perez-Soltero & Soto, 2017; Qureshi & Ghani, 2015).
Knowledge Management, Information Technology, and Competitive
Advantage Existing KM literature established the premise of knowledge as a critical
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strategic asset in modern business society (Barney & Mackey, 2016; Drucker, 1991;
Evans et al., 2014). Accelerated technological advancements have drastically increased
knowledge accessibility and the ability to data mine, share knowledge, and collaborate
(Cerchione & Esposito, 2017; Ho et al., 2014). Many scholars supported the idea of
information technology as a facilitator of KM in the quest to remain competitive in a
highly dynamic, global business environment (Cerchione & Esposito, 2017; Ho et al.,
2014; Moré et al., 2016).
Information technology may potentially increase effectiveness in several phases
of the KM process to include knowledge creation, storage, and transfer (Cerchione &
Esposito, 2017; Ho et al., 2014). In the knowledge creation and storage phases, tools
including data mining software, data management systems, document management
systems, prediction software tools, and decision support systems can assist in developing
effective KM strategies for competitive advantage (Cerichone & Esposito, 2017).
Additionally, technological collaboration tools such as video and audio conferencing
interfaces, internet chat applications, blogs, and other conversational technologies can
expand and facilitate knowledge transfer capabilities broadening the internal and external
organizational knowledge base (Cerichone & Esposito, 2017; Wang & Wang, 2016).
Increasing organization members’ access to knowledge better equips them to perform
more efficiently increasing the probability of enhanced performance and competitive
dominance (Ho et al., 2014).
Scholars agreed though technology is integral to maximizing KM to achieve
competitive advantage, KM systems should not be viewed as purely technology
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dependent systems (Ho et al., 2014; Wang & Wang, 2016). Though technology eases the
burden of managing vast amounts of knowledge, the human element is ever present.
Humans operate and supervise KM systems drawing concern to organizational culture,
structure, processes, and social environment (Ho et al., 2014; Wang & Wang, 2016).
Organizational culture is important in implementing technology to facilitate
knowledge sharing and increase organizational performance (Anand et al., 2015; Wang &
Wang, 2016). Scholars have cited management’s inability to foster an organizational
culture based on open communication and trust as a hindrance to information sharing and
a failure factor in successful KM program implementation (Ho et al., 2014;
Venkitachalam & Willmott, 2017). In this regard, organizational culture should be
considered a primary KM enabler and should be used in conjunction with information
technology tools to exploit institutional knowledge, promote widespread information
sharing, and enhance firm performance (Anand et al., 2015; Ho et al., 2014).
Knowledge Sharing in the KM Cycle and Competitive Advantage.
Knowledge sharing is defined as the dissemination of tacit or explicit information or
expertise throughout an organization for the benefit of all members (Giampaoli et al.,
2017; Rehman et al., 2015). However, the true essence of knowledge sharing goes
beyond simple dissemination of information. Effective knowledge sharing involves
multiple subject matter experts contributing individual knowledge for collaboration,
problem solving, decision-making, and other knowledge-intensive functions (Giampaoli
et al., 2017; Rehman et al., 2015). Competitive advantage is created through knowledge
sharing when various sources of human knowledge are harmonized to derive a common
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body of knowledge accessible to all organization members (Lee et al., 2016; Rehman et
al., 2015). Competitive advantage emerges when the common body of knowledge is
applied to improve efficiency in resource allocation, make process improvements, build
organizational capacity, reduce costs, and leverage technology to enhance organizational
performance (Giampaoli et al., 2017; Lee et al., 2016; Rehman et al., 2015).
Giampaoli, Ciambotti, and Bontis (2017) purported knowledge sharing as the
most critical phase of the KM process. Nonaka (1994) conveyed a similar sentiment
acknowledging knowledge sharing as fundamental to the conversion of tacit knowledge
into realized benefits or capabilities. Nonaka (1994) dubbed the conversion of tacit
knowledge through shared experience socialization. According to Nonaka (1994),
socialization is one of four processes involved in the spiral of knowledge creation model.
The spiral of knowledge depicts the knowledge transfer process flowing from the
individual level through the entire organization (Ho et al., 2014; Nonaka, 1994).
Socialization is key to the process because it removes the formalities of conversation that
can sometimes make individuals hesitant to communicate freely (Nonaka et al., 1994;
Rehman et al., 2015). Furthermore, the social aspect of the KM process promotes trust
building, fosters creativity, and creates an environment that inspires individuals to
naturally share information (Chu et al., 2014; Salem, 2014). This type of free-flowing
knowledge exchange is an essential to increased organizational performance (Chu et al.,
2014; Salem, 2014).
Organizational culture is another major factor relative to facilitating knowledge
sharing for competitive advantage (Brahma & Mishra, 2015; Stanciu & Tinca, 2017).
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The process of applying and managing knowledge effectively for competitive advantage
is simplified in work cultures rooted in information sharing (Brahma & Mishra, 2015;
Stanciu & Tinca, 2017). Chu, KrishnaKumar, and Khosla (2014) suggested the
formation of communities of practice or COPs to facilitate a culture of knowledge
sharing in which groups of individuals exchange expertise through social interaction on a
long-term basis. Wang and Wang (2016) advocated for knowledge-oriented cultures that
incentivized learning and creativity, empowered individuals to discover and disseminate
new knowledge, and encouraged individuals to share existing knowledge. Anand, Kant,
Patel, and Singh (2015) considered organizational culture the primary enabler of effective
KM suggesting the use of information technology tools to increase the range and
effectiveness of knowledge sharing within organizations. This perspective was consistent
with Wang and Wang’s (2016) implication that an organizational culture founded on
knowledge sharing may increase employee effectiveness in using KM information
technology systems to create competitive advantage. Organizational culture is widely
recognized in the literature as a critical factor in successful knowledge sharing practices
(Akhavan & Pezeshkan, 2014; Ho et al., 2014; Venkitachalam & Willmott, 2017).
Knowledge Management and Competitive Advantage in Franchising
Franchising is a business method involving the expansion of a parent company
through distribution of business units by means of a principal-agent relationship between
company owners and qualified individuals (Alon, Boulanger, Misati, & Madanoglu,
2015; Altinay et al., 2014). Valued at over $2 trillion, the U.S. based franchise industry
is critical to the American economy (Paswan et al., 2014; Perrigot, Hussain, &
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Windsperger, 2015). Franchising accounts for the success of other established economies
such as Europe, Germany, and Australia (Paswan et al., 2014; Perrigot et al., 2015).
Countries including Brazil, China, and India are also beginning to develop franchise
industries as part of economic development strategies (Paswan et al., 2014). The benefits
to both franchisors and franchisees may explain the popularity and growth of small
business franchises over the years (Alon et al., 2015; Altinay et al., 2014). Franchisors
prosper from the franchise relationship through accelerated business expansion at
minimum costs and reduced risks (Altinay et al., 2014). Franchisees also benefit by
entering the market with an established brand, a reliable business model, and all-inclusive
operational support from the parent company (Altinay et al., 2014).
As the franchise industry bloomed, scholars in myriad fields began to study the
phenomenon from a multitude of perspectives to include global franchising and
comparative studies on single and multi-unit franchising (Paswan et al., 2014; Altinay et
al., 2014). More recently, scholars have taken interest in the KM aspects of business
format franchising, which focuses on the business system as a whole to include
procedural customs and intellectual capabilities (Alon et al., 2015; Weaven et al., 2014).
Business format franchising originated in the 1960s in the fast food industry (Alon et al.,
2015). Since that time, the U.S. business format franchising model contributed to the
growth of thousands of franchise systems employing millions of Americans (Alon et al.,
2015; Perrigot et al., 2015).
Weaven, Grace, Dant, and Brown (2014) posited KM as a key component to the
successful growth of a business franchise system. The development of KM strategies that
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simplify the knowledge sharing process and facilitate the creation of new knowledge is
essential to maintaining a firm market position (Weaven et al., 2014). Specifically, tacit
knowledge sharing is vital to the success of the franchise system (Okoroafor, 2014; Tsai,
Kuo, & Liu, 2017). Paswan, D’Souza, and Rajamma (2014) corroborated the criticality
of tacit knowledge sharing in the business franchise system purporting the most effective
franchisor focuses on refining tacit knowledge and extending it to franchisees for profit.
The continuous exchange of knowledge between franchisor and franchisee creates a
system in which intellectual capital is constantly sharpened and managed to create a
competitive edge in the market (Paswan et al., 2014; Tsai et al., 2017).
KM processes encourage collaboration, team work, creativity, and learning
through knowledge exchange (Okoroafor, 2014; Weaven et al., 2014). It is difficult to
identify and exploit business opportunities for competitive advantage if knowledge
transfer is not successful across the franchise network (Okoroafor, 2014; Paswan et al.,
2014). A key component in successful knowledge transfer within the franchise network
is communication (Altinay et al., 2014; Grace, Frazer, Weaven, & Dant, 2016). Methods
of communication and frequency of communication are integral to building trust and
camaraderie among franchisors and subordinates (Altinay et al., 2014; Grace et al.,
2016). Communication, trust, and cohesion among all members of the franchise network
are important in facilitating an environment of willingness to share knowledge and
leverage it to establish higher market positioning to benefit the entire network (Akremi,
Perrigot, & Piot-Lepetit, 2015; Grace et al., 2016; Mishra et al., 2015).
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The tenets of the cognitive KM model, competitive advantage, and strategic
management theory (KBV) converge in the business franchise system (Kakabadse et al.,
2003; Tsai et al., 2017). The cognitive model of KM describes knowledge as codified
human cognition that is a resource to be stored, shared, and leveraged for competitive
advantage (Kakabadse et al., 2003; Tsai et al., 2017). The KBV and the cognitive model
of KM recognize knowledge as a firm’s most valuable resource (Kakabadse et al., 2003;
Tsai et al., 2017; Weaven et al., 2014). Within the business franchise system tacit
(human originated) knowledge is codified and incorporated into business processes and
operations, and social processes in efforts to outperform rivals (Akremi et al., 2015; Tsai
et al., 2017).
Tacit knowledge is the intangible asset bartered between franchise systems rather
than a physical product (Akremi et al., 2015; Paswan et al., 2014). Tacit knowledge is
the unique capability that enables firms to achieve superior market position (Akremi et
al., 2015; Paswan et al., 2014). Franchisors saturate the market with their brand when
they successfully market validated systems for knowledge creation, replication, storage,
and dissemination to franchisees (Paswan et al., 2014; Tsai et al., 2017). In return, the
franchisee provides the franchisor with local market trend information for strategy
development, and increases the pool of available knowledge resources for further
exploitation (Tsai et al., 2017; Weaven et al., 2014). This process of knowledge
exchange between franchisor and franchisee is directly aligned with the components of
the cognitive KM model including creating, compiling, and sharing knowledge as a
resource for competitive advantage (Kakabadse et al., 2003; Tsai et al., 2017).
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The Future of KM as a Tool for Competitive Advantage
A review of the current KM and competitive advantage literature revealed a
possible shift from a theoretical perspective of the phenomenon to a more empirical
approach. Early organizational science theorists, economic theorists, and scholars such
as Teece (1998), Drucker (1991), Polyani (1958), and Nonaka (1994) attempted to further
explain the relationship between KM and competitive advantage based on strategic
management theories (KBV/RBV) and KM process (knowledge creation, knowledge
sharing, etc.). As globalization and information technology shifted the competitive
environment, the need arose for a more practical understanding of how to implement KM
to achieve competitive advantage (Karami et al., 2015). Scholars and practitioners
became more concerned with attaining specific, proven guidelines on how to acquire,
consolidate, distribute, and leverage knowledge to gain superior performance rather than
having only a conceptual knowledge (Karami et al., 2015; Mazdeh & Hesamamiri, 2014).
A few of the most significant themes indicating the future direction of KM-competitive
advantage research trends are information technology as an enabler of KM for
competitive advantage (Cerchione & Esposito, 2017; Imran, Ilyas, & Fatima, 2017), the
use of KM to develop organizational learning and culture for competitive advantage (Jain
& Moreno, 2015; Laeeque, Babar, & Ahmad, 2017), and knowledge creation and
innovation as a means of gaining competitive advantage (Giampaoli et al., 2017;
Martinez-Conesa, Soto-Acosta, & Carayannis, 2017).
Imran, Ilyas, and Fatima (2017) posited information technology as essential for
effective KM. Many organizational leaders rely on technology to compile organizational
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knowledge and to circulate it throughout the organizational hierarchy (Choe, 2016; Imran
et al., 2017). As technology continues to improve, the business environment continues to
shift creating the need for more effective KM systems and processes (Choe, 2016; Li &
Herd, 2017). This explains scholars’ and practitioners’ heightened interest in the
relationship between KM, information technology, and competitive advantage.
Furthermore, scholars including Choe (2016), Imran et al. (2017), and Li and Herd
(2017) consider information technology, organizational culture, innovation, and
knowledge creation to be significantly interrelated. This assertion explains the other
recognizable trends in the KM-competitive advantage literature concerning
organizational learning, knowledge creation, and innovation.
Intezari, Taskin, and Pauleen (2017) insisted managers cannot manage the vast
influx of information in the current business environment solely through technological
infrastructures. Effective KM systems must also incorporate organizational culture and
innovation processes (Intezari, Taskin, & Pauleen, 2017; Laeeque et al., 2017). Scholars
and practitioners are beginning to place emphasis on researching these phenomena
because effective innovation practices lead to inimitable capabilities or products that lead
to sustained competitive advantages (Laeeque et al., 2017). Furthermore, organizational
culture may influence the efficiency of knowledge creation, knowledge sharing, and
knowledge application within firms (Intezari et al., 2017). If these processes are
hindered, competitive advantage is at stake (Intezari et al., 2017; Laeeque et al., 2017).
Globalization, technological advancements, and virtual workforces continue to
shape future trends in KM-competitive literature (Karami et al., 2015; Martinez-Conesa
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et al., 2017). The emergence of collaborative technologies introduced opportunities to
consolidate work teams across multiple geographic regions increasing diversity and
innovation (Martinez-Conesa et al., 2017). Many organizational leaders are beginning to
recognize the value in creating cooperative learning environments to exploit individual
expertise and skill or tacit knowledge (Martinez-Conesa et al., 2017). As globalization
and technology continue to expand, the KM-competitive advantage literature will most
likely continue to evolve empirically to discover the true relationship between
information technology, organizational culture, knowledge creation, organizational
learning, and KM.
Transition
In Section 1 of this study, I discussed the foundation of the study, the background
of the problem, the problem statement, and I explained the purpose for the research.
Additionally, I described the nature of the study and introduced the guiding research
question and conceptual framework. Next, I provided a summary of the assumptions,
limitations, and delimitations of the study. Finally, I explained the significance of the
study and provided a review of the academic literature.
In Section 2 of the project, I focused on collecting data in support of the
overarching research question. First, I restated the purpose of the study. Next, I
explained the role of the researcher, described the participants, discussed the research
method and design, ethical research, and provided details on data collection and analysis.
I will concluded Section 2 by addressing reliability and validity of the study.
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In Section 3 of the study, I presented the findings of the research, discussed the
application of the findings to professional practice, and the implications for social
change. I concluded Section 3 with recommendations for action and future research.
Section 2: The Project
Knowledge management is a strategic business component and a critical success
factor in a firm’s ability to achieve competitive advantage (Salem, 2014). In Section 1, I
discussed the specific problem and provided background information. I focused on the
problem, purpose of the research, the research question, and the study method and design.
In Section 2, I will re-emphasize the purpose statement, describe the role of the
researcher, describe participants, and provide further discussion on the research method
and design. I will also address ethical research and provide details on the data collection
and analysis techniques. Prior to transitioning to Section 3, I will discuss reliability and
validity of the study.
Purpose Statement
The purpose of this qualitative case study was to explore effective KM strategies
convenience foods franchise industry business owners or managers use to increase
competitive advantage. The targeted population consisted of 10 fast-food chicken
restaurant franchise owners or managers in or near the Research Triangle Park region of
North Carolina who successfully implemented effective KM strategies to achieve
competitive advantage. Providing franchise business leaders effective KM strategies for
competitive advantage impacts social change by potentially increasing the longevity and
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dominance of U.S. based franchised businesses, contributing directly to job growth and
economic stimuli.
Role of the Researcher
In alignment with the qualitative study design, the researcher is considered the
primary data collection instrument (Yin, 2014). My role as the researcher was to collect
and analyze the data to identify common themes from individual perspectives (Yin,
2014). As the primary data collection instrument, it was also my role to interview
participants and document comments and insights accurately (Dikko, 2016). An
interview protocol was warranted because of the need to obtain particularized
information based on participant perspectives and experiences (Dikko, 2016).
My exposure to KM topics is a result of my professional experience in
management and leadership. I became interested in the topic through personal research
and observation of the principles in action in the workplace. I have witnessed positive
benefits of effective KM practices as well as negative benefits of ineffective KM
practices. I wanted to further explore the phenomenon in an entirely different business
context. I chose the fast-food franchise industry due to my personal interests in owning a
franchise. I had no familiarity or relationship with the participants.
To ensure ethical research, I followed the ethical guidelines outlined in the
Belmont Report to include beneficence, respect of persons, and fair research (Bromley,
Mikesell, Jones, & Khodyakov, 2015). I informed participants of confidentiality methods
to be used, particularly, the use of pseudonyms to protect their identities. I also explained
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to participants the purpose of the study, ensured they were aware that participation was
voluntary, and obtained participants’ informed consent prior to any interviewing.
The possibility for bias existed during each phase of the research process,
potentiating a negative impact on validity and reliability of the study (Smith & Noble,
2014). Smith and Noble (2014) posited inadequate study design and misalignment
between intended study purposes and methods increase the potential for bias. To mitigate
bias, I chose the most appropriate research design to align with the intent of the study. I
developed seven open-ended, non-leading interview questions to allow participants to
freely express their views without undue influence. I also implemented member
checking to avoid misinterpretation of data (Yin, 2014).
Participants
The intent of qualitative case study is to gain insight into participants’ views of a
particular phenomenon within its natural setting (Mayer, 2015; Ridder, Hoon, & Baluch,
2014). Interviewing a specific sample of participants is one method that may be used to
achieve the intent of a qualitative case study (Fusch & Ness, 2015; Mayer, 2015; Paine,
2015). In this case study, the expert knowledge gained through the unique experiences of
fast food franchise owners or managers was needed to determine what KM strategies
yielded a competitive advantage within the convenience foods industry. I used the
following criteria for participant selection: (a) the participant must be a fast-food chicken
restaurant franchise owners or manager, (b) participant’s franchise must be located in the
Research Triangle Park region of North Carolina, and (c) participants must have
successfully implemented effective KM strategies to achieve competitive advantage. The
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total sample consisted of seven fast-food chicken restaurant franchise owners or
managers. Organizational leaders bear the responsibility for developing and
implementing business strategies for the firm including KM strategies, innovation
strategies, and competitive strategies (Muchiri & Kiambati, 2015; Overall, 2015). Based
on this premise, it was most appropriate to interview the franchise owner or
representative management to gain the most accurate insight into effective KM strategies
convenience foods franchise industry business operants used to increase competitive
advantage (Koohang, Paliszkiewicz, & Goluchowski, 2017; Micic, 2015; Muchiri &
Kiambati, 2015).
To gain access to participants and to establish immediate rapport, I visited the
franchise locations in person to introduce myself to the management, provide details of
the study, and request their participation in the interview process. It was important to
make potential interviewees feel comfortable with the researcher early in the process to
increase the probability of participation and facilitate open communication when the
interview occurred (Barratt, Ferris, & Lenton, 2015; Palinkas et al., 2015; Rimando et al.,
2015). I also offered electronic or telephonic interviews to those who were difficult to
access in person. Follow-up correspondence took place primarily by telephone and
through email.
Research Method and Design
Research Method
I determined the qualitative research method was most appropriate for this
research project based on several factors. First, historically, researchers use qualitative
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methods to better understand a phenomenon within its particular contextual setting (Lach,
2014; Sarma, 2015; Yin, 2014). I explored how KM strategies were used to create
competitive advantage in the fast food franchise industry. Secondly, qualitative methods
are used when the researcher seeks to gain an understanding of a particular topic of study
based on participants’ experiences and perspectives (Mayer, 2015; McCusker &
Gunaydin, 2014; Sarma, 2015). I sought to obtain and understand the participants’
insights on KM strategies for competitive advantage based on each individual’s
observations, experiences, and viewpoints (McCusker & Gunaydin, 2014; Sarma, 2015;
Ridder et al., 2014). Lastly, qualitative researchers seek to extract and explain the deeper
meaning of multiple participants’ subjective views on a specific topic (Hesse-Biber,
2016; Ridder et al., 2014; Sarma, 2015). I analyzed the data collected from participants
to extract significant themes and perspectives.
A qualitative method was preferred over a quantitative or mixed method approach
for several reasons. First, researchers use the quantitative method when the intent is to
test hypotheses statistically to produce results in the form of numeric measures (Counsell,
Cribbie, & Harlow, 2016; Hesse-Biber, 2016; Pilcher & Cortazzi, 2016). The focus of
the study was exploring and ascertaining meaning based on participant feedback rather
than testing hypothesis (Hesse-Biber, 2016; McCusker & Gunaydin, 2014; Sarma, 2015).
Secondly, researchers use mixed methods to leverage the strengths of both qualitative and
quantitative methods to study highly complex topics (Ingham-Broomfield, 2016; MolinaAzorin, 2016; Razali, 2016). The narrow scope of this study minimized complexity;
therefore, a qualitative method alone was sufficient to answer the overarching research
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question. Lastly, since quantitative researchers rely heavily on statistics to answer
confirmatory research questions, and the focus of this study was an exploratory research
question, the qualitative design was most appropriate (Counsell et al., 2016; MolinaAzorin, 2016; Razali, 2016). Furthermore, mixed method research is more useful for
complex, multi-phased projects (Counsell et al., 2016; Ingham-Broomfield, 2016;
Molina-Azorin, 2016). The mixed method approach was not suitable for use in this study
based on the overarching research question and overall intent of the study.
Research Design
I chose to use the case study design for this research project. Case study is the
exploration of one or more bounded systems to better understand the intricacies of a
phenomenon within a particular context (Hyett, Kenny, & Dickson-Swift, 2014; Santha et
al., 2015; Sarma, 2015). The intent of this study was to explore effective KM strategies
for competitive advantages within the fast food franchise industry. Using a case study
design, researchers become deeply engaged in answering the research question through
in-depth interaction with participants who live or have experience with the phenomenon
under study (Baporikar, Nambira, & Gomxos, 2016; Hyett et al., 2014; Santha et al.,
2015). I conducted in-depth interviews with fast food franchise owners and managers to
determine what effective KM strategies they used to attain competitive advantage over
rivals. The case study design was appropriate for this study because it is intended for
researchers who desire to explore real-world situations primarily through interviewing
individuals with unique, applicable knowledge of the subject matter under study
(Baporikar et al., 2016; Hyett et al., 2014; Sarma, 2015). I chose the case study design
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because the qualitative processes involved most effectively elucidated the research
question in comparison to other qualitative designs (Baporikar et al., 2016; Santha et al.,
2015; Sarma, 2015).
Researchers use narrative design to study and report on an individual’s historical
experiences (Carmel-Gilfilen & Portillo, 2016; Santha et al., 2015). The intent of this
study was not to report on a single individual’s historical life experiences. The study was
focused on studying and reporting on a collective group of participants’ views on a
particular phenomenon in a specific context. Therefore, case study design was more
suitable than a narrative approach based on the focus of the project (Carmel-Grilfilen &
Portillo, 2016; Hyett et al., 2014; Santha et al., 2015).
Researchers use phenomenology to study and describe common lived experiences
among multiple individuals so others may fully understand those experiences without
having lived them personally (Santha et al., 2015; Sarma, 2015; Willgens et al., 2016).
The overall intent of phenomenology is to capture the essence of a particular occurrence
and give meaning to the experience (Santha et al.; Sarma, 2015; Willgens et al., 2016).
The overall intent of this study was to identify effective KM strategies for competitive
advantage rather than to capture the essence of the participants’ experiences. Therefore,
the case study design was more appropriate than phenomenology (Baporikar et al., 2016;
Sarma, 2015; Willgens et al., 2016).
Ethnographic research design is used to explore and observe a specific cultural
group over an extended period of time (Bamkin, Maynard, & Goulding, 2016; Santha et
al., 2015; Willgens et al., 2016). Ethnographic researchers aim to describe and
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understand the common practices and habits among the members of the cultural group
(Santha et al., 2015; Sarma, 2015; Willgens et al., 2015). The topic and scope of this
study were completely unrelated to a specific cultural group and were not concerned with
particular behaviors among cultural group members. Therefore, ethnographic research
design was not suitable for this study.
Grounded theory research design is used to create new theory about unique
occurrences or to test current theory (Bamkin et al., 2016; Santha et al., 2015; Willgens et
al., 2015). Grounded theory researchers use a combination of data collection techniques
such as interviews and field visits to develop or test theories explaining distinct activities
or procedures (Bamkin et al., 2016; Sarma, 2015; Willgens et al., 2015). The purpose of
this study was not to develop or test theory. Therefore, grounded theory was not
applicable to this research project (Santha et al., 2015; Sarma, 2015; Willgens et al.,
2015).
In case study research design, data saturation has been achieved when new
information or themes no longer emerge (Boddy, 2016; Gladwell, Badlan, Cramp, &
Palmer, 2015). Gladwell, Badlan, Cramp, and Palmer (2015) experienced data saturation
when no new data or themes were revealed after completing only three interviews using a
qualitative case study design. To ensure data saturation, I interviewed participants until
new information or themes ceased to emerge (Boddy, 2016; Fusch & Ness, 2015;
Gladwell et al., 2015). Malterud, Siersma, and Guassora (2016) suggested the selection
of knowledgeable participants assists in achieving data saturation. I selected participants
with specialized knowledge of the topics under study to ensure data saturation (Boddy,
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2016; Gladwell et al., 2015; Malterud, Siersma, & Guassora, 2016). I also implemented
open-ended research questions to encourage rich dialogue with participants facilitating
data saturation (Boddy, 2016; Fusch & Ness, 2015; Malterud et al., 2016).
Population and Sampling
I used purposive sampling to determine the participants to be interviewed.
Purposive sampling is commonly used in qualitative research when the topic is specific
and can only be addressed by individuals with specific expertise (Apostolopoulos &
Liargovas, 2016; Palinkas et al., 2015; Rimando et al., 2015). Purposive sampling is
preferred when the researcher aims to explore the intricacies of a phenomenon based on a
small segment of the populations’ perspectives rather than the perspectives of the entire
population (Benoot, Hannes, & Bilsen, 2016). The targeted population for this study
consisted of fast-food chicken restaurant franchise owners or managers in or near the
Research Triangle Park region of North Carolina who successfully implemented effective
KM strategies to achieve competitive advantage.
Qualitative research literature does not reveal definitive guidelines for
determining sample size (Boddy, 2016). Malterud et al. (2016) purported participants’
level of knowledge should determine the number of participants required for the study.
Other scholars posited data saturation as the primary determinant of sample size for
qualitative research (Boddy, 2016; Tran, Porcher, Tran, & Ravaud, 2017). Appropriate
sample sizes for qualitative research can range from one to any number the researcher
determines to be adequate to achieve data saturation (Boddy, 2016; Fusch & Ness, 2015).
I determined 10 fast food franchisees or managers with relevant expertise to be a
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sufficient sample size to achieve data saturation (Boddy, 2016; Fusch & Ness, 2015;
Malterud, et al., 2016). However, data saturation occurred after interviewing seven
participants. The open-ended structure of the research questions facilitated data
saturation (Boddy, 2016; Fusch & Ness, 2015; Malterud et al., 2016). To minimize
distractions, all interviews took place in the franchise location during times when
business was slowest based on the participants’ preferences (Rimando et al., 2015).
I used the following criteria for participant selection: (a) the participant must be a
fast-food chicken restaurant franchise owners or manager, (b) participant’s franchise
must be located in the Research Triangle Park region of North Carolina, and (c)
participants must have successfully implemented effective KM strategies to achieve
competitive advantage. I used these criteria to ensure only the participants most
knowledgeable to the topic were included so the research question was adequately
addressed and data saturation was achieved (Fusch & Ness, 2015; Malterud et al., 2016).
Ethical Research
It is important to uphold principles of beneficence, respect of persons, and justice
in qualitative research (Bromley et al., 2015). Conducting ethical research increases
academic integrity and is a means of safeguarding participants providing them the
assurance of confidentiality and protection from harm associated with the research
(Greenwood, 2016; Petrova, Dewing, & Camilleri, 2016). Institutional review boards
and ethical committees provide research oversight and approval in university settings
(Gennaro, 2014; Rosales, 2014). The Walden University institutional review board (IRB)
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provided oversight and approval for this project to ensure all research was compliant with
ethics protocols.
Upon assignment of IRB approval number 09-13-17-0590877, I made initial
contact with participants and explained the purpose of the study. I informed all
participants that their personal information would not be included in the study or revealed
at any point in the process of completing the research project. I also notified individuals
that their participation was voluntary and that they may withdraw from the study at any
time. I did not offer any compensation for participation in the study. I made initial faceto-face contact with a member of the management team at each franchise location.
During the initial contact, I introduced the study to potential participants, presented and
explained the letter of cooperation, and requested contact information for the franchise
owner. Once I established communication with each franchise owner and obtained the
signed letter of cooperation granting permission to interviewee employees, I revisited the
franchise locations to recruit participants. I reviewed the consent form with each
participant, obtained signatures, and scheduled interviews.
During each interview, I provided a copy of the informed consent form to
participants and reviewed the information with each participant. It was important to
make participants feel comfortable with the interview process by reassuring them of strict
confidentiality (Petrova et al., 2016; Rosales, 2014). One way to protect the identity of
participants is to use pseudonyms or coded identifiers known only to the researcher
(Petrova et al., 2016). I explained to each individual that his or her name would be
replaced with a pseudonym or code known only to me to ensure anonymity. Participants
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were informed that the employer’s name, organization name, nor brand name would be
identified in the study. It was also imperative to make participants aware of procedures
for securing any personal information (Hiriscau, Stingelin-Giles, Stadler, Schmeck, &
Reiter-Theil, 2014). I informed participants that all written information would be
maintained on a password-protected computer hard-drive for a period of 5 years after the
date of study completion, after which, I would destroy all information.
Data Collection Instruments
Qualitative researchers commonly use interviews to access rich, detailed data
based on participants’ descriptions of their experiences (Castillo- Montoya, 2016;
O’Keeffe, Buytaert, Mijic, Brozovic, & Sinha, 2016). I acted as the primary data
collection instrument using semi-structured interviews to obtain information from
participants. The use of a semi-structured interview afforded me the opportunity to
develop open-ended interview questions to facilitate the flow of information (O’Keeffe,
et al., 2016). The interview protocol consisted of introducing the interview by thanking
the participant for his or her assistance and reiterating details concerning the purpose of
the study, the length of the interview, and a brief overview of the types of questions to be
asked (Castillo-Montoya, 2016; Dikko, 2016; O’Keeffe et al., 2016). Next, I reminded
participants the interview would be audio recorded and confirmed consent. After I made
participants comfortable and answered any questions they had, I began asking the
interview questions. Throughout the interview, I asked probing questions as required to
clarify responses or elicit additional information.
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To enhance the reliability and validity of the collected data, I conducted member
checking and transcript reviews (Castillo-Montoya, 2016; Fusch & Ness, 2015; O’Keeffe
et al., 2016). Member checking is often used as a best practice for increasing reliability
and validity in qualitative research (Simpson & Quigley, 2016; Wong & Cooper, 2016).
Member checking is defined as reconnecting with participants after the initial interview
to verify responses and interpretations (Simpson & Quigley, 2016; Wong & Cooper,
2016). Ang, Embi, and Yunus (2016) posited member checking is most effective when
the collected data is analyzed and refined prior to a second interview with participants.
Interview transcription facilitates data analysis and also enhances trustworthiness of the
research (Dasgupta, 2015; O’Keefee et al., 2016). I provided the recorded interview
audio files to a transcription service to produce interview transcripts for analysis and
member checking.
The interview questions are included in Section 1 of this study. The interview
questions are also included as Appendix A, and the interview protocol as Appendix B as
listed in the table of contents.
Data Collection Technique
Qualitative data collection techniques include interviews, document exploitation,
and researcher observation of participants in a particular setting (Barnham, 2015;
Castillo-Montoya, 2016; Dikko, 2016). Qualitative data collection techniques present
disadvantages, particularly when using interviews to gather data (Lach, 2014). The
potential for bias, difficulty in generalizing results, and the possibility of misaligned data
interpretation between researchers and participants are all possible disadvantages of
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interview-based data collection (Lach, 2014). However, researchers gain advantages of
in-depth, thick data through first-hand accounts of those who have lived the phenomenon
under study, and enhanced understanding of the phenomenon that would not otherwise be
achieved through other techniques (Lach, 2014).
I collected data using semi-structured interviews, note-taking during the
interviews, and company websites to retrieve and triangulate publicly accessible
documentation. The semi-structured interview format allowed me to ask participants
open-ended interview questions to access rich, in-depth information about the
participants’ experiences in implementing effective KM strategies for competitive
advantage (Barnham, 2015; Castillo- Montoya, 2016; O’Keeffe et al., 2016). All
interviews were audio recorded and the conversations were transcribed for analysis
(Dasgupta, 2015; Dikko, 2016; O’Keefe et al., 2016).
I used the interview protocol included in Appendix B to guide the interview
process. Researchers use interview protocols to maintain consistency in the interview
process and ensure dependability of the findings (Cuthbert & Moules, 2014; Munn,
Porritt, Lockwood, Aromataris, & Pearson, 2014; St. John et al., 2016). Several scholars
suggested an interview protocol that includes introducing the interview, audio recording
the interview in conjunction with manual note-taking, asking probing questions during
the interview, and thanking participants at the conclusion of the interview (CastilloMontoya, 2016; Dikko, 2016; O’Keeffe et al., 2016). The interview protocol I developed
for this study consisted of introducing and setting the stage for the interview for each
participant. In addition to audio recording the interview using my laptop computer and
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voice-recording software, I also used a smartphone with a voice-recording app as a
secondary recorder. I used a notepad to manually record paraphrases and any additional
information as required while asking probing questions. At the conclusion of each
interview, I thanked each participant and coordinated follow-up procedures for member
checking.
I forwarded the interview recordings to a transcription service within 24-48 hours
of completing the interview session. I retrieved a copy of the transcribed interview from
the transcription service and reviewed the transcript. I provided a copy of the transcript
to the respective participant to verify accuracy of the data. When the participant verified
the contents of the transcript, I secured the information in a locked storage container
when it was not being used for analysis, coding, and theme development. Upon
conclusion of the study, I maintained the documents in a locked storage container. At the
expiration of 5 years, I will destroy all documentation.
Data Organization Technique
Research procedures, to include data organization techniques, must be traceable to
increase reliability of the data (Cuthbert & Moules, 2014). Safeguarding participant
information by ensuring confidentiality and protection from potential harm resulting from
the research is a primary consideration in the process of data organization (Greenwood,
2016; Petrova et al., 2016). The recorded audio files from each interview were
maintained on a password protected hard-drive using an alpha numeric coded file name
that includes the participant pseudonym, underscore, date of the interview, underscore,
and time of the interview recorded using military standard time format. For example, the
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interview file name for Participant 1 was written similar to P1_05242017_1400. I coded
interview protocols and hand-written notes with corresponding participant codes in the
top right margin and securely stored the notes in a locked storage container. At the
expiration of 5 years, I will destroy all documentation.
I used NVIVO software to conduct data analysis, coding, and theme development.
All resulting hard copy products were labeled using the aforementioned file naming
convention and filed in the locked storage container for a period of 5 years. Digital data
products were stored on the password protected hard drive and will be maintained for a
five year period. All physical and digital data will be destroyed at the end of the five year
period.
Data Analysis
Qualitative data analysis consists of processes such as reviewing interview
transcripts and field notes, organizing data, coding data, thematic analysis, and
interpretation and documentation of findings (Fowlin & Cennamo, 2017; Johnson et al.,
2017). Coding is a process of categorizing data based on participants’ key words or
phrases (Sulistiyo, Mukminin, Abdurrahman, & Haryanto, 2017). The purpose of coding
is to group like words and phrases into clusters to identify patterns or themes in the data
(Sulistiyo et al., 2017; Fowlin & Cennamo, 2017). I organized the data and performed
data triangulation among interview transcripts, field notes, and company documentation.
Data triangulation was the most appropriate triangulation method since this case study
involved a single researcher, a single primary data collection method, and did not focus
on comparing theoretical strategies (Fusch & Ness, 2015).
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Data pre-coding occurred in the review and organization phase of the analysis
(Fowlin & Cennamo, 2017; Johnson et al., 2017; Sulistiyo et al., 2017). Data was
triangulated continuously during the process of coding and thematic analysis using
NVIVO software to facilitate analysis (Fowlin & Cennamo, 2017; Johnson et al., 2017;
Sulistiyo et al., 2017). I coded the data into clusters and labeled accordingly for further
study to identify meaningful patterns and themes. Codes were identified within each
individual transcript then cross-checked among the set of transcripts to ensure all
significant key words and phrases were recognized and the data was thoroughly
understood (Fowlin & Cennamo, 2017; Johnson et al., 2017; Sulistiyo et al., 2017). I
identified major themes and discussed the correlation with existing literature in the
findings section of the study. I also searched the literature to identify the most recent
studies that may relate to or corroborate the findings.
Reliability and Validity
Reliability
Reliability refers to the degree to which study techniques can yield consistent
results when repeated (St. John et al., 2016; Wong & Cooper, 2016). Reliability involves
developing and implementing well-documented research procedures that align with study
methodology and result in answering the research question (Cuthbert & Moules, 2014;
Munn et al., 2014). An analogous term for reliability is dependability, which also refers
to the degree of consistency in study techniques (Connelly, 2016; Cuthbert & Moules,
2014; Munn et al., 2014). Dependability is an indicator of whether or not the research
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results are trustworthy (Cuthbert & Moules, 2014; St. John et al., 2016; Wong & Cooper,
2016).
One way to increase reliability in qualitative research is to follow an interview
protocol (Castillo-Montoya, 2016). I adhered to the interview protocol I developed for
this study to ensure consistency in participant questioning, which increased dependability
of the findings. Qualitative researchers also use interview transcription and member
checking to enhance dependability of findings (O’Keefee et al., 2016; Simpson &
Quigley, 2016; Wong & Cooper, 2016). Interview transcription supports the data
analysis process and increases dependability of the research (Dasgupta, 2015; O’Keefee
et al., 2016). Member checking enhances dependability by allowing participants to
affirm their statements and avoid misinterpretation of data (Castillo-Montoya, 2016;
Simpson & Quigley, 2016; Wong & Cooper, 2016). Finally, data triangulation, defined
as the use of multiple sources to verify collected information, is another method
qualitative researchers use to establish reliability (Ang, Embi, & Yunus, 2016; Fusch &
Ness, 2015; Yin, 2014). I triangulated the interview findings with company
documentation to further increase dependability of the research.
Validity
Validity refers to the accuracy of the research instrument in addressing the
phenomenon under study (St. John et al., 2016; Wong & Cooper, 2016). Connelly (2016)
explained validity in terms of credibility or trustworthiness of the research findings.
Credibility refers to the efficacy of the research procedures and instruments in
establishing fidelity of the findings (Connelly, 2016; St. John et al., 2016). Credibility
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ensures the researcher’s findings and interpretations are in alignment with original data
sources (Cuthbert & Moules, 2014; Munn et al., 2014). Qualitative researchers use
member checking and data triangulation to establish credibility in research (Connelly,
2016; Cuthbert & Moules, 2014; St. John et al., 2016). I used member checking as a
means of extending the conversation with participants to increase credibility of data. I
triangulated company documentation with interview transcripts and member check
results to confirm any verifiable participant statements. I strictly followed the interview
protocol to ensure consistency in the interview process further enhancing credibility of
collected data.
Transferability and confirmability are important aspects of validity in qualitative
research. Transferability refers to the relevance of the findings to various contexts (Ang
et al., 2016; Connelly, 2016). Confirmability addresses the degree to which the findings
are unbiased, attributed to participants, and linked to the data (Ang et al., 2016; Cuthbert
& Moules, 2014). The focus of this study was particular to effective KM strategies for
competitive advantage in the fast food franchise industry. However, the multidisciplinary
nature of knowledge management and competitive advantage make the foundational
principles of both phenomena transferable to a vast array of contexts. Several measures
were taken to prevent bias and ensure integrity of the data to include member checking,
data triangulation, appropriate research design, and the use of open-ended interview
questions (Fusch & Ness, 2015; Smith & Noble, 2014; Yin, 2014).
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Transition and Summary
The findings of this study could assist in extending the life of U.S. based
franchised businesses by improving KM strategies for sustainable competitive
advantages. In Section 2 of the project, I restated the purpose of the study, explained my
role as the researcher, described the participants, and discussed the research method and
study design. Additionally, I explained how I would adhere to ethical research standards
while conducting data collection and analysis. I concluded Section 2 by addressing
reliability and validity of the study.
In Section 3 of the study, I presented the findings of the research, discussed the
application of the findings to professional practice, and the implications for social
change. I concluded Section 3 with recommendations for action and future research.
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Section 3: Application to Professional Practice and Implications for Change
Introduction
The purpose of this qualitative case study was to explore effective KM strategies
convenience foods franchise industry business owners or managers use to increase
competitive advantage. To explore this topic, I conducted semi-structured interviews
with seven convenience foods franchise managers. The franchise owners were eager to
grant permission to interview their employees, but did not wish to participate in the study.
Three major themes emerged through data analysis and triangulation of the
participant responses to the interview questions, hand-written interview notes, member
checking, and the company website. Further analysis revealed several subthemes. The
first major theme was training as a KM strategy for competitive advantage. Subthemes
included universal individualized training and internal and external evaluations. The
second major theme was people-focused KM strategy for competitive advantage.
Subthemes of people-focused KM strategy were selective hiring and organizational
culture. The final major theme was the collaborative team environment as a KM strategy
implementation technique for competitive advantage. Subthemes included open
communication and information technology.
Presentation of the Findings
The central research question was what effective KM strategies do convenience
foods franchise industry business owners or managers use to increase competitive
advantage? Participants were identified using pseudonyms throughout the data collection
and analysis process. The pseudonym consisted of the participant number followed by
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the date and time of the interview. All participants were managers in the fast food
chicken restaurant franchise industry. All interviews were transcribed and member
checked prior to data analysis. Data triangulation occurred using the interview
transcripts, hand-written interview notes, and the company website.
Theme One: Training as a KM Strategy for Competitive Advantage
The first major theme identified was training as a KM strategy for competitive
advantage. When questioned about methods and processes used for KM strategy
formulation and implementation, all seven participants’ responses related to training as a
key factor in both processes. Though participant responses regarding KM strategy
formulation and implementation were similar, each participant revealed a unique aspect
of how training was incorporated into KM strategy. For example, Participant 1 discussed
a specific training technique that requires leaders to demonstrate a task, skill, or process,
have the employee imitate that same task, skill, or process, then repeat the entire cycle
until the task is mastered. Participant 4 commented on training as a means of
empowering employees to perform at their highest potential. Participant 2 made similar
comments citing training as a way to invest in employees who will in turn invest the
knowledge gained into customer service. Participant 4 added the concept of training
multiple individuals to perform multiple tasks and processes to increase flexibility within
the staff. The training methods discussed with each participant commenced with one
individual sharing tacit knowledge with another. During this exchange of tacit
knowledge, knowledge becomes an actionable task or process that is repeated until
mastered. The mastery of that particular skill or task is implemented into the business
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system to create, sustain, or increase competitive advantage. This intricate process of
tacit knowledge transfer points to the cognitive model of KM, which identifies an
individual’s tacit knowledge or intellectual know-how as the central component in
building and leveraging competitive advantage (Polyani, 1958; Wickramasinghe, 2003).
Tacit knowledge sharing has also been touted as a critical success factor within the
business franchise model (Okoroafor, 2014; Tsai, Kuo, & Liu, 2017).
Participant 5 highlighted the aspect of leadership training as key to successfully
transferring knowledge to subordinates. Participant 2 also mentioned the importance of
the role of management in positioning employees to best utilize their knowledge. Sergiu
and Lile (2015) posited managers critical to successful organizational KM processes.
Exploiting tacit knowledge for competitive advantage is dependent upon how well an
organization shares and transfers that knowledge, and the manager plays an important
role in facilitating that process (Knowledge Management, 2015; Sergiu & Lile, 2015). In
this particular case study, the management team found success in using the training
program as a tool for facilitating KM processes to include KM strategy formulation and
implementation. An explanation of the emergent subthemes adds clarity to this concept.
Universal Individualized Training. All interviewees referred directly or
indirectly to a system of universal training throughout the entire business franchise
system. The company provides web-based training accessible to all employees in every
location across its operating territories. The overall intention of the training website is to
instill a common skillset within the franchise system so the customer experience is the
same at every franchise location. Participant 4 expressed the importance of universal
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training stating, “We’re supposed to be the same from one [franchise location] to the
other, using the exact same product and exact same experience. So, I believe having one
central training place for the whole entire company serves as a competitive advantage for
the entire company, not just one store.” This centralized training website could be
described as a type of knowledge repository where tacit knowledge has been codified and
stored for exploitation. The codification and storage of tacit knowledge is central to the
cognitive model of KM (Kakabadse et al., 2003; Swan & Newell, 2000). The KM and
competitive advantage literature supports the concept of transforming tacit knowledge to
explicit knowledge and the distribution of that knowledge throughout the organization to
maximize performance (Knowledge Management, 2015; Lee et al., 2016).
Though the universal training may serve as a means of competitive advantage for
the franchise system, participant responses indicated the individualized method of
implementation was perhaps what made the training successful at each particular
franchise location. The organization in this case study chose to implement KM strategy
through individualized training beginning with the leadership team. The leadership team
received direction, training, and guidance from corporate headquarters. From there, the
leadership team returned to their respective franchise locations and conducted hands-on,
one-on-one training with each team member. Essentially, each team member received
training tailored to his or her skillset, abilities, and training needs, and each member of
the management team was directly involved in training the team. Direct leadership
involvement is critical to successful KM strategy implementation and increased firm
performance (Koohang, Paliszkiewicz, & Goluchowski, 2017).

The management team
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chose to implement the KM strategy through universal, yet individualized training, to
create learning opportunities for the entire team. Christian (2016) purported individual
attributes such as intelligence, temperament, and talent impact a person’s ability to learn,
thus necessitating individualized learning opportunities. Christian (2016) also expressed
the criticality of training or learning to enabling KM processes. The lack of welldesigned training programs may equate to a failure of KM strategy because without the
flow of knowledge, KM processes are severely inhibited and knowledge is no longer
created or exchanged to be leveraged for competitive gain (Christian, 2016).
Internal and External Evaluations. Continuous internal and external
evaluations emerged as a subtheme of training as a KM strategy for competitive
advantage. All seven participants named internal and external evaluations as integral to
KM strategy formulation. Participant 1 stated evaluations were a daily occurrence within
the franchise. “We do it (conduct evaluations) daily, we do it weekly, we do it
quarterly.” Internal evaluations within the franchise took place mainly through face-toface meetings with the management team or one-on-one conversations with team
members. The internal evaluations were built into daily activities through individualized
goal setting between the management and team members. Participant 3 shared the types
of questions asked of each team member to determine the specifics of evaluations:
“What kind of situation are we dealing with? What are our tasks to address it? What’s
our task that we’re putting down, and what are our action steps to do that? Then what are
our results from that?” Participant 1 also stated internal evaluations are conducted
through feedback meetings. “We want to know …what we can do better, how we can
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help them inside the store, how we can help them outside the store, where they feel like
we’re lacking at, where they feel like we’re doing a great job at, where they feel like we
can do better at.” The most important aspect of the internal evaluations is any actionable
feedback is immediately incorporated into the KM strategy through the training program.
External evaluations were conducted by a third party company designated by
corporate headquarters on a quarterly basis. Customer feedback was used as another
source of external evaluations. Participant 2 revealed, “We’ll look at primarily the trends
of what guests are saying. That’s our biggest thing that we’re using. We also use third
party, but our guests are constant and we get updated…we then plug that into our training
and work from there to stay competitive.” Participant 5 briefly described how evaluation
feedback is integrated into training stating, “We’re gonna train all of our leadership first,
make sure that they are capable and knowledgeable enough to train other team members
how to implement that. Then once it goes fully into effect, there’s usually a grace
period.” Participant 5 went on to explain that team members are observed for a given
period of time then the performance evaluation process will begin, and the process
repeats.
The pattern of continuous evaluation and incorporation of individual and
organizational performance evaluation feedback into training is a critical part of KM
strategy formulation and implementation. Arunprasad (2016) acknowledged training as a
primary contributing factor in strategic KM implementation. Arunprasad (2016)
discovered both performance evaluation and training significantly impacted knowledge
management processes to include identifying knowledge sources, generating new
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knowledge, storing knowledge, and sharing knowledge, all of which are key processes in
the cognitive model of KM (Kakabadse et al., 2003). Individualized training also leads to
several benefits including employee empowerment an abundance of individual learning
opportunities, and an increased willingness to share knowledge among the team
(Arunprasad, 2016). These benefits also lead to increased performance which contributes
to sustained competitive advantage (Arunprasad, 2016; Weaven et al., 2014).
Theme Two: People-Focused KM Strategy for Competitive Advantage
The data revealed a common focus among participants when discussing KM
strategies for competitive advantage. This focus on employees first, then customers,
emerged as the second dominant theme in the data, people-focused KM strategy for
competitive advantage. Much of the existing literature supports the concept of people as
the greatest asset to an organization because of the tacit knowledge they possess (Aribi &
Dupouët, 2015; Aruprasad, 2016; Lewis, 2017). However, in this particular case study,
tacit knowledge was not the only asset that made people the focal point of KM strategy.
The more in-depth, intangible aspects of human nature such as character and potential
were also a major factor in how managers selected and employed members of their team.
As expressed by Participant 1, “It’s our people that set us apart. We don’t pick people
based on knowledge, we don’t pick people based on talent, we don’t pick people based
on experience…we pick people based on character.” This same perspective guided KM
strategy in relation to some aspects of customer service such as appealing not only to the
customer’s physical desire for a tasty product, but also appealing to the customer’s
emotional needs in the form of a well-rounded customer experience during franchise
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visits. This humanistic approach to developing KM strategy is directly reflective of
cognitive KM concepts which emphasize intangible, human-based assets as potential
resources for competitive advantage (Kim et al., 2015; Nadarajah & Kadir, 2014;
Nonaka, 1994; Polyani, 1958).
Selective Hiring. The people-focused KM strategy concept was vividly
illuminated in the concept of selective hiring, which emerged as a subtheme during data
analysis. Participant 5 agreed that the organization’s employees afforded a competitive
advantage stating, “They really do take time and effort into finding the right people. The
hiring process that we use is just, it’s really selective.” Participant 3 offered further
insight stating it was better to expend the efforts to hire the right person from the
beginning rather than “hire somebody that’s mediocre and you have to get rid of them in
three months.” The selectivity extends not only to the employees of the franchise, but
also to the franchise owner/operators. Participant 2 briefly explained the rigor in the
process of becoming a franchise owner/operator stating, “We get 25,000 applications a
year and it goes down to 100 people by the end of that. To even get the first interview, it
goes from 10,000 to 25. We’re very selective.” Participant 4 concurred stating, “We are
very selective in our hiring process, so we essentially try to find the best of the best.”
Selective hiring as a component of KM strategy can be found in existing literature.
Selective hiring positively impacts organizational learning and enhances KM processes
(Arunprasad, 2016). Selective hiring has also been touted as a mechanism to increase
firm profitability (Marouf, 2016).
The focus on the human elements of people-focused KM strategy and selective
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hiring once again points to the conceptual framework, the cognitive KM model.
Cognitive KM, at its core, is based on a humanistic and positivist approach (Kakabadse et
al., 2003). From a positivist point of view, a focus on people becomes profoundly
important because the generation of knowledge relies heavily on the human experience
(Hasan, 2016; Kakabadse et al., 2003). Therefore, people-focused KM strategy directly
aligns with the cognitive model of KM in that human cognition produces actionable
knowledge (Hasan, 2016; Kakabadse et al., 2003). The capture, transfer, and exploitation
of actionable knowledge is a central theme in the cognitive model of KM (Kakabadse et
al., 2003). Furthermore, people-focused strategies assist in the creation of work
environments conducive to knowledge sharing and innovation, which facilitates
competitive advantage (Black & La Venture, 2017). Deeper exploration of the
organization’s tendency to emphasize people-focused strategy led to the unveiling of a
second subtheme, organizational culture.
Organizational Culture. In this case study, people-focus was not simply part of
the franchise leadership team’s strategic agenda. Analysis of the data revealed the
organization’s tendency to prioritize people was actually embedded in the organizational
culture. People-centric organizational cultures yield a multitude of firm advantages
including inspiring and motivational work environments, talent development within the
organization, increased work performance, growth of the business, and increased
employee loyalty (Black & La Venture, 2017). These aspects of the franchise’s
organizational culture were extracted from the participant’s responses to questions
regarding KM strategy and competitive advantage. For example, Participant 3
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commented on the concepts of servant leadership integrated into the organizational
culture as a means of developing people. “You have that servant leadership model but
we have to train other people to do what we expect of them…that gives them an
opportunity to live out their job…” Participant 3 also confirmed the company ideal that
people-focused strategy has been incorporated into the organizational culture and, by
design, extends to the entire franchise system stating, “So your competitive advantage is
not just with the customers, but it’s also with your employees, it’s with your business
partners…” Participant 5 stated, “The culture, the philosophies and all of that plays into
the training.” Participant 6 shared, “I think it’s all about how the atmosphere that you
have for the potential team members that come in. I think the first thing to be
competitive is making that atmosphere…somewhere they can grow because I feel like
that’s what’s important to people.” These participant comments are all reflective of the
people-focused organizational culture that permeates the entire franchise system
contributing to the competitive edge. The themes are also reinforced through the
company website, which highlights the organizational culture of servant leadership and
putting people first within and beyond the organization.
Theme Three: Collaborative Team Environment for KM Strategy Implementation
The third emergent theme from the data was the concept of the collaborative team
environment as a means of KM strategy implementation for competitive advantage.
Recent literature corroborates the findings that the collaborative team environment
enhances KM implementation. The collaborative work environment provides employees
with wider access to knowledge and increases the span of knowledge flow (Kandukuri &
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Nasina, 2017). Furthermore, when a collaborative environment is present, team members
are motivated to achieve common goals and are able to do so more effectively (Ahmed,
Shahzad, Aslam, Bajwa, & Bahoo, 2016; Kandukuri & Nasina, 2017). Within a
collaborative team environment, innovation is more likely to flourish throughout the
entire organization (Ahmed et al., 2016).
The findings of this case study were demonstrative of the aforementioned
principles found in the literature. The franchise system leadership in this study built a
strong collaborative team environment that heavily influenced successful implementation
of their KM strategies for competitive advantage. This system of collaboration included
knowledge exchange between the leadership team, the employees, and the customers.
Participant 1 briefly explained one aspect of the collaborative team environment stating,
“So we have a training team, we have team leaders, and then we have managers. So we
have three different levels in place that’ll help our new team members and that’ll help
people when they need redirection.” This statement is indicative of how collaborative
team work facilitates the implementation of the company’s primary KM strategy
technique (training) throughout the organizational hierarchy. Participant 1 shared further,
“We also have outings…so that’s kind of a non-formal way to hear from our team
members.” When asked how KM strategies were implemented, Participant 5 responded,
“We kind of collaborate with the people around you and say okay well I think we should
implement it this way and come to a common consensus.” The participant responses to
questions relating to KM strategy formulation and implementation within a collaborative
team environment revealed a system of open communication within the franchise.
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Open Communication. Open communication emerged as a subtheme of the
collaborative team environment as a KM strategy implementation tool for competitive
advantage. Every respondent in the study alluded to open communication as a
cornerstone of the collaborative team environment. In this case study, the organization’s
management team was able to use open communication to their advantage to generate
new knowledge, implement new knowledge, and leverage that knowledge for competitive
advantage. Open communication within people-focused organizational cultures can be
used as a means of improving productivity and stimulating profits (Black & La Venture,
2017). Ahmed et al. (2016) suggested organizational management teams with open
communication practices achieve higher performance levels. The findings of this study
seem to corroborate the concept of open communication as integral to higher levels of
competitive performance.
Many of the participant responses illustrated the system of open communication
within the franchise. Participant 5 may have expressed the concept best when discussing
the management’s efforts to build high performance leadership teams. “In order for that
system to work you have to have great communication between everyone to start with.”
Another manager mentioned one-on-one communication with subordinates as a KM
strategy implementation technique. Participant 4 commented on the sense of freedom
among employees in regard to communicating with upper management stating, “I really
appreciate I guess you can say how much confidence they [employees] have if they just
feel like they have an idea. They can come up to us, we’re not just gonna brush them off.
We’ll listen to them, we’ll really pay attention.” As indicated in the literature, this type
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of open communication among the team increases employee loyalty, enhances work
relationships, improves quality of knowledge exchange, and minimizes team conflicts
(Black & La Venture, 2017). In fact, open communication is hailed as a strategic tool for
competitive advantage as it facilitates teamwork and fosters creativity (Black & La
Venture, 2017; Kandukuri & Nasina, 2017). Open communication also affords
management teams the opportunity to reinforce organizational goals and values and to
create transparency within the company (Black & La Venture, 2017). Open
communication connects to the conceptual framework in that it is a mechanism for
generating knowledge, one of the tenets of cognitive KM (Kakabadse et al., 2003).
Information Technology. The data indicated a combination of traditional and
modern techniques to facilitate KM strategies for competitive advantage. Person-toperson communication methods seemed to dominate the organization’s KM strategy
implementation techniques. However, over time, information technology became a
necessity as the franchise developed. Participants mentioned electronic web-based
training sites, iPad technology, and QR code scanning technology, and video logs as
some methods used to facilitate KM strategies and processes. In particular, the franchise
managers described how they use social media tools to facilitate the dissemination of
knowledge throughout the team. This combination of old fashioned communication and
leveraging social media to enhance KM strategy implementation in in line with current
literature. To remain competitive, it is imperative to have diverse communication
techniques built into the business strategy (Al Saifi, Saiti, Dillon, & McQueen, 2016).
While face-to-face communication leads to benefits such as an atmosphere of mutual
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support, building strong work relationships among employees, and improving decisionmaking processes, social media introduces a more expansive social network for idea
generation and knowledge exchange (Al Saifi et al., 2016; Zhang, Chen, de Pablos,
Lytras, & Sun, 2016). The social media aspect also affords the opportunity for all
members of the franchise system to be involved in the KM process to include customers,
suppliers, and community partners as evidenced through the company website and social
media sites.
The inclusion of social media outlets to share, collaborate, and disseminate
information was discussed by all the participants. Participant 1 described a social media
software application used across franchise locations to facilitate knowledge sharing. The
application could be customized for specific groups within the franchise such as kitchen
staff members, front counter members, or day/night shifts. The various groups could be
created to be available to all or available to specific members only. Participant 3 offered
further insight into how the application was used for daily operations stating, “That’s our
communication tool. Here’s the schedule for the week. Some people like to have it on
their phone.” Participant 3 explained the application assists in communicating daily,
pertinent information because, “You can’t make everybody come in and sign the sheet
acknowledging they’ve seen this. It’s just not practical, especially when you work once a
week…or you’re sick one week. It communicates for the majority of the people.”
Participant 5 stated within the organization, “There’s a huge platform on social
media…there’s tons of different opportunity where every single day there’s seven, eight,
nine, ten posts of what people are doing in their restaurants or what problems they’re
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having. It’s just like a big, massive group of people that are there to help and support you
should you be looking to try or do something different.” These findings reinforce the
organization’s collaborative team environment and organizational culture of relational
leadership and interaction, both of which are supported by the literature as critical to
successful KM strategy formulation and implementation (Ahmed et al., 2016; Black & La
Venture, 2017; Kandukuri & Nasina, 2017)
Applications to Professional Practice
The findings of this study provide franchise owners and managers knowledge
management strategies for competitive advantage. Though this case study was specific to
KM strategies and to the fast food franchise industry, Ahmed et al. (2016) and Black and
La Venture (2017), suggested the principles of training, people-focused strategies, and
collaborative team environments can be applied to business strategy in general to create
competitive advantages. The results of this case study contributes to what scholars have
identified as the lack of empirical findings to support KM strategies as a means of
improved firm performance (Massingham & Massingham, 2014; Wu & Chen, 2014).
Other findings in the literature identify KM as a critical success factor in establishing and
maintaining competitive advantage, specifically in service firms and franchise based
businesses (Paswan et al., 2014; Weaven et al., 2014). This confirmation provides
franchise business owners and managers a practical example of specific KM strategies
that have contributed to the creation or sustainment of a competitive advantage.
The use of training as a tool to develop, simplify, and implement KM strategies
was essential to the success of the franchise in this case study. Facilitating knowledge
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sharing and knowledge creation in this manner is key to securing a competitive edge in
the market (Weaven et al., 2014). Building a people-focused organizational culture to
foster a collaborative team environment eases the process of tacit knowledge exchange,
which is particularly vital to the success of the franchise system (Okoroafor, 2014; Tsai et
al., 2017). Paswan, D’Souza, and Rajamma (2014) posited the most successful
franchisor creates KM processes that enable continuous knowledge flow internal to and
external of the franchise system to outperform rivals. People-focused KM strategies and
cultures of open communication produce the collaborative team environment necessary to
refine and leverage knowledge (Tsai et al., 2017).
KM processes require collaboration, cohesive teams, creativity, and learning
opportunities through knowledge exchange (Okoroafor, 2014; Weaven et al., 2014).
Effective communication across the entire franchise network is essential for this type of
knowledge exchange to occur enabling the discovery and leveraging of business
opportunities for competitive advantage (Okoroafor, 2014; Grace et al., 2016). The
findings of this study present franchise leaders a method of establishing effective
communication using both traditional (face-to-face communications) and modern day
techniques (social media software applications). It is advantageous to franchise
leadership to incorporate diverse methods of communication to build confidence among
team leaders and encourage information sharing (Grace et al., 2016; Kandukuri &
Nasina, 2017). The results of this case study reflect many of the KM strategy
implementation benefits discussed in the literature. The franchise leadership in this case
study implemented KM strategies that include training, people-focused strategy, and
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collaborative team environments to build a strong franchise network and facilitate
knowledge sharing to establish higher market positioning to benefit the entire network
(Akremi et al., 2015; Grace et al., 2016; Mishra et al., 2015). Franchise leaders could
possibly employ the components of the KM strategies discussed in whole or in part to
achieve competitive advantages in their respective businesses.
Implications for Social Change
The findings of this study may lead to a better understanding of how to formulate
and implement effective KM strategies to increase competitive advantage in the fast food
franchise industry. Specifically, franchise leaders who implement effective KM
strategies provide greater learning opportunities for professional development and growth
of employees, and develop cohesive teams and favorable work environments. These
benefits may serve to increase employee loyalty and enhance work performance. The
findings may also inform business leaders of best practices that lead to new methods of
generating new knowledge, storing knowledge, and disseminating knowledge to improve
continuity throughout the organizational structure. These possible benefits could
ultimately impact social change by assisting in extending the life and dominance of U.S.
based franchised businesses through improved competitive advantage strategies. The
sustainment of local franchise businesses could also benefit local communities in the
form of job opportunities and economic stimuli.
Recommendations for Action
The alignment of training with business strategy was the most prominent
emergent theme in the research. The data indicated training can be used as a strategic
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tool to formulate and implement KM strategies for competitive advantage. KM strategy
materializes through training when the training is constantly monitored and evaluated for
improvement. The resulting recommended improvements can then be incorporated into
the KM strategy formulation process. Training also becomes critical in the KM strategy
implementation process. The training program is a means of decentralizing the strategy
from corporate, franchisee, or management levels to the franchise workforce, which is
primarily where KM strategy takes effect and produces results. Based on these
conclusions, the recommendation is for franchise owners and managers to focus on
aligning training programs to KM/business strategy and to decentralize those strategies
for implementation.
People-focused strategy was very dominant within the culture of the organization
in this case study. The emphasis placed on people (employees, customers, and suppliers)
gave this particular franchise the competitive edge. Making people the priority facilitated
every KM process in effect and contributed substantially to the franchises’ success.
Specifically, the people-focused strategy began with choosing the best candidates to
create the most conducive team chemistry. The franchise leaders also focused on
creating a superb work environment to maintain the best candidates. The people-focused
strategy was solidified through using open communication and collaborative team work
to embed the company values and culture into the workforce to be translated into superior
customer service for all patrons of the restaurant. Based on this analysis, the
recommendation is for franchise owners and managers to develop people-focused
strategies that include selective hiring, building an amiable and engaging work
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environment, and motivating employees to deliver a superior customer service experience
to patrons. Dissemination and implementation of these strategies should again be
incorporated into the training program.
Recommendations for Further Research
The focus of this study was KM strategies for competitive advantage in the fast
food franchise industry. The sample consisted of seven fast food chicken restaurant
managers. Franchise owners did not wish to participate in the study. Further research
should include franchise owners in a broader scope of industries to better understand how
effective KM strategies are implemented to outperform competitors. This approach
would address the limitations of the study, which were the small sample size and the
narrow range of focus on the fast food franchise industry. The inclusion of participants in
various types of service-based franchise industries within broader geographical areas may
reveal a more diverse set of best practices for KM strategy formulation and employment
for competitive advantage. A qualitative multiple case study design could better facilitate
a broader focus on a varied set of franchise industries allowing researchers to explore
possible similarities and differences in effective KM strategy formulation and
implementation processes used to create or sustain competitive advantage across
industries.
Reflections
The opportunity to take part in planning, preparing, and conducting an academic
research project has positively impacted my professional, intellectual, and personal
growth. The learning opportunities have greatly expanded my knowledge of subject
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areas that have long been of interest to me to include KM, competitive advantage, and
business/business strategy in general. Prior to conducting this research, I was not
familiar enough with the subject matter to identify any specific personal biases in relation
to the topics. I had general thoughts that KM could positively impact competitive
advantage, but I used several measures to guard against the influence of that possible
bias. To prevent bias and ensure integrity of the data, I used preapproved interview
questions and an interview protocol to maintain consistency in the interview process and
ensure dependability of the findings. I also conducted data triangulation and member
checking to ensure there was no data misinterpretation or bias influencing the results.
After completing this study, my thinking has changed in that I value research
more than I have previously. I apply research to everyday life in a manner that I did not
before. I now have a better understanding of the importance of verifying information and
substantiating claims. I feel more confident in my ability to use research to my advantage
to accomplish specific goals and objectives, and to influence others to support a particular
cause. I am even more of an analytical thinker than I was previously, and I believe my
ability to evaluate, analyze, and synthesize large amounts of information has greatly
improved.
Conclusion
The lack of successful KM practices significantly hinders competitive advantage
in small businesses (Akhavan & Pezeshkan, 2014; Paswan, et al., 2014). KM researchers
recognized the phenomenon as a critical success factor in establishing and maintaining
competitive advantage, specifically in service firms and franchise based businesses
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(Paswan, D’Souza, & Rajamma, 2014; Weaven, Grace, Dant, & Brown, 2014). The
findings of this study reveal specific effective KM strategies for competitive advantage in
the fast food franchise industry.
The three major emergent themes from the data were training, people focusedstrategy, and a collaborative team environment as effective KM strategies for competitive
advantage. The importance of using training programs as a mechanism to formulate and
implement KM strategy is paramount for franchise owners and managers to create or
sustain the competitive advantage. People-focused organizational cultures and open
communication enable training programs focused on gathering, storing, sharing, and
leveraging knowledge to gain superior market positioning. Collaborative team
environments are borne out of organizational cultures centralized on developing people
through training and open communication. The combination of these elements into a
singular KM strategy produces a synergistic effect that leads to competitive advantage.
The results of this study provides franchise owners and managers and business leaders in
general a proven, effective example of effective KM strategies for competitive advantage.

82
References
Ahmed, F., Shahzad, K., Aslam, H., Bajwa, S.U., & Bahoo, R. (2016). The role of
collaborative culture in knowledge sharing and creativity among employees.
Pakistan Journal of Commerce and Social Sciences, 10(2), 335-358. Available
from www.jespk.net/
Akhavan, P. & Pezeshkan, A. (2014). Knowledge management critical failure factors: A
multi-case study. VINE: The Journal of Information and Knowledge
Management Systems, 44(1), 22-41. doi:10.1108/VINE-08-2012-0034
Akremi, A.E., Perrigot, R., & Piot-Lepetit, I. (2015). Examining the drivers for
franchised chains performance through the lens of the dynamic capabilities
approach. Journal of Small Business Management, 53(1), 145-165.
doi:10.1111/jbsm.12059
Al Saifi, S.A., Dillon, S., & McQueen, R. (2016). The relationship between face to face
social networks and knowledge sharing: An exploratory study of manufacturing
firms. Journal of Knowledge Management, 20, 308-326. doi:10.1108/JKM-072015-0251
Alon, I., Boulanger, M., Misati, E., & Madanoglu, M. (2015). Are the parents to blame?
Predicting franchisee failure. Competitiveness Review, 25(2), 205-217.
doi:10.1108/CR-10-2014-0034
Altinay, L., Brookes, M., Yeung, R., & Gurhan, A. (2014). Franchisees’ perceptions of
relationship development in franchise partnerships. Journal of Services
Marketing, 28, 509-519. doi:10.1108/JSM-09-2013-0240

83
Anand, A., Kant, R., Patel, D.P., & Singh, M.D. (2015). Knowledge management
implementation: A predictive model using an analytical hierarchical process.
Journal of Knowledge Economy, 6, 48-71. doi:10.1007/s13132-012-0110-y
Ang, C.K., Embi, M.A., & Yunus, M.M. (2016). Enhancing the quality of the findings of
a longitudinal case study: Reviewing trustworthiness via ATLAS.ti. The
Qualitative Report, 21(10). Available from http://nsuworks.nova.edu/tqr/
Apostolopoulos, N. & Liargovas, P. (2016). Regional parameters and solar energy
enterprises. Purposive sampling and group AHP approach. International Journal
of Energy Sector Management, 10(1), 19-37. doi:10.1108/IJESM-11-2014-0009
Aribi, A. & Dupouët, O. (2015). The role of organizational and social capital in the firm’s
absorptive capacity. Journal of Knowledge Management, 19, 987-1006.
doi:10.1108/JKM-05-2015-0169
Arunprasad, P. (2016). Guiding metaphors for knowledge-intensive firms. Strategic
HRM practices and knowledge strategies. International Journal of
Organizational Analysis, 24, 743-772. doi:10.1108/IJOA/07-2015-0887
Azorin, J. & Cameron, R. (2010). The application of mixed methods in organisational
research: A literature review. The Electronic Journal of Business Research
Methods, 8(2), 95-105. Available from www.ejbrm.com
Bacanu, B. (2016). Competitive advantage: “The emperor has no clothes!” Bulletin of
the Transilvania University of Brasov, Series V: Economic Sciences, 9(1), 99106. Available from webbut.unitbv.ro/bulletin/

84
Bamkin, M., Maynard, S., & Goulding, A. (2016). Grounded theory and ethnography
combined. A methodology to study children’s interactions on children’s mobile
libraries. Journal of Documenation, 72(2), 214-231. doi:10.1108/JD-01-20150007
Baporikar, N., Nambira, G., & Gomxos, G. (2016). Journal of Science and Technology,
7(2), 190-211. doi:10.1108/JSTPM-11-2015-0036
Barnham, C. (2015). Quantitative and qualitative research. International Journal of
Market Research, 57(6), 837-854. doi:10.2501/IJMR-2015-070
Barney, J.B. & Mackey, A. (2016). Text and metatext in the resource-based view. Human
Resource Management Journal, 26(4), 369-378. doi:10.1111/1748-8583.12123
Barratt, M.J., Ferris, J.A., & Lenton, S. (2014). Hidden populations, online purposive
sampling, and external validity: Taking off the blindfold. Field Methods, 27(1),
3-21. doi:10.1177/1525822X14526838
Barrat, M.J. & Lenton, S. (2015). Representativeness of online purposive sampling with
Australian cannabis cultivators. International Journal of Drug Policy, 26, 323326. doi:10.1016/j.drugpo.2014.10.007
Beaudreau, B.C. (2016). Competitive and comparative advantage: Towards a unified
theory of international trade. International Economic Journal, 30(1), 1-18.
doi:10.1080/10168737.2015.1136664
Benoot, C., Hannes, K., & Bilsen, J. (2016). The use of purposeful sampling in a
qualitative evidence synthesis: A worked example on sexual adjustment to a

85
cancer trajectory. BMC Medical Research Methodology, 16(21), 1-12.
doi:10.1186/s12874-016-0114-6
Bharati, P., Zhang, W., & Chaudhury, A. (2015). Better knowledge with social media?
Exploring the roles of social capital and organizational knowledge management.
Journal of Knowledge Management, 19, 456-475. doi:10.1108/JKM-11-20140467
Bilgihan, A. & Wang, Y. (2016). Technology induced competitive advantage: A case of
US lodging industry. Journal of Hospitality and Tourism Technology, 7(1), 37-59.
doi:10.1108/JHTT-01-2015-0001
Black, J. & La Venture, K. (2017). The human factor to profitability: People-centered
cultures as meaningful organizations. Journal of Organizational Psychology,
17(2), 24-34. Available from www.na-businesspress.com/jopopen.html
Boddy, C.R. (2016). Sample size for qualitative research. Qualitative Market Research:
An International Journal, 19(4), 426-432. doi:10.1108/QMR-06-2016-0053
Brahma, S. & Mishra, S. (2015). Understanding researchable issues in knowledge
management: A literature review. The IUP Journal of Knowledge Management,
13(4), 43-68. Available from https://ideas.repec.org/s/icf/icfjkm.html
Bromley, E., Mikesell, L., Jones, F., & Khodyakov, D. (2015). From subject to
participant: Ethics and the evolving role of community in health research.
American Journal of Public Health, 105(5), 900-908. Available from
http://ajph.aphapublications.org/loi/ajph

86
Caiazza, R., Richardson, A., & Audretsch, D. (2015). Knowledge effects on
competitiveness: From firms to regional advantage. Journal of Technology
Transfer, 40, 899-909. doi:10.1007/s/10961-015-9425-8
Caganova, D., Szilva, I., & Bawa, M. (2015). Application of Frid’s knowledge
management model to an industrial enterprise. Applied Mechanics and Materials,
795, 16-23. doi:10.4028/www.scientific.net/AMM.795.16
Carmel-Gilfilen, C. Portillo, M. (2016). Designing with empathy: Humanizing narratives
for inspired healthcare experiences. Health Environments Research & Design
Journal, 9(2), 130-146. doi:10.1177/1937586715592633
Castillo, L.A.M. & Cazarini, E.W. (2014). Integrated model for implementation and
development of knowledge management. Knowledge Management Research &
Practice, 12, 145-160. Available from www.palgrave-journals.com/kmrp
Castillo-Montoya, M. (2016). Preparing for interview research: The interview protocol
refinement framework. The Qualitative Report, 21(5), 811-831. Available from
http://nsuworks.nova.edu/tqr/
Cerchione, R. & Esposito, E. (2017). Using knowledge management systems: A
taxonomy of SME strategies. International Journal of Information Management,
37, 1551-1562. doi:10.1016/j.ijinfomgt.2016.10.007
Chatzoudes, D., Chatzoglou, P., & Vraimaki, E. (2015). The central role of knowledge
management in business operations. Business Process Mangement Journal, 21(5),
1117-1139. doi:10.1108/BPMJ-10-2014-0099

87
Chu, M.-T., KrishnaKumar, P., & Khosla, R. (2014). Mapping knowledge sharing traits
to business strategy in knowledge based organisation. J Intell Manuf, 25, 55-65.
doi:10.1007/s10845-012-0674-1.
Choe, J-M. (2016). The construction of an IT infrastructure for knowledge management.
Asian Academy of Management Journal, 21(1), 137-159. Available from
http://web.usm.my/aamj/
Christian, O. (2016). Managing education, training, and knowledge. Creative &
Knowledge Society, 6(1), 1-17. doi:10.1515/cks-2016-0004
Connelly, L.M. (2016). Trustworthiness in qualitative research. MEDSURG Nursing,
25(6), 435-436. Available from http://www.medsurgnursing.net/cgibin/WebObjects/MSNJournal.woa
Counsell, A.C., Cribbie, R.A., & Harlow, L.L. (2016). Increasing literacy in quantitative
methods: The key to the future of Canadian psychology. Canadian Psychology,
57(3), 193-201. doi:10.1037/cap0000056
Cuthbert, C.A. & Moules, N. (2014). The application of qualitative research findings to
oncology nursing practice. Oncology Nursing Forum, 41(6), 683-685. Available
from https://onf.ons.org/
Darabos, M. & Dvorski, K. (2014). Realizing the big picture of competitive advantage:
The stakeholder approach. Paper presented at the Seventh International Scientific
Conference on Economic and Social Development, New York, New York.
Available from www.jesd-online.com

88
Dasgupta, M. (2015). Exploring the relevance of case study research. Vision, 19(2), 147160. doi:10.1177/0972262915575661
Dassler, T. (2016). The significance of Marx’s value for strategy theory: Competitive
advantage and the issue of tautology within the resource-based view of the firm.
Capital & Class, 40(2), 245-262. doi:10.1177/0309816815604727
Del Giudice, M. & Maggioni, V. (2014). Managerial practices and operative directions of
knowledge management within inter-firm networks: A global view. Journal of
Knowledge Management, 18, 841-846. doi:10.1108/JKM-06-2014-0264
Dikko, M. (2016). Establishing construct validity and reliability: Pilot testing of a
qualitative interview for research in Takaful (Islamic insurance). The Qualitative
Report, 21(3), 521-528. Available from http://nsuworks.nova.edu/tqr/
Donate, M.J. & Sánchez de Pablo, J.D. (2015). The role of knowledge-oriented
leadership in knowledge management practices and innovation. Journal of
Business Research, 68(2), 360-370. Available from
www.sciencedirect.com/science/journal/01482963
Drucker, P.F. (1991). The new productivity challenge. Harvard Business Review,
(November/December, 1991). Available from https://hbr.org/
Dustin, G., Bharat, M., & Jitendra, M. (2014). Competitive advantage and motivating
innovation. Advances in Management, 7(1), 1-7. Available from
http://www.shankargargh.org/mngmnt.aspx
Dzekashu, W.G. & McCollum, W.R. (2014). A quality approach to tacit knowledge
capture: Effective practice to achieving operational excellence. International

89
Journal of Applied Management and Technology, 13(1), 42-63.
doi:10.5590/IJAMT.2014.13.1.04
Eloranta, V. & Turunen, T. (2015). Seeking competitive advantage with service infusion:
A systematic literature review. Journal of Service Management, 26(3), 394-425.
doi:10.1108/JOSM-12-2013-0359
Evans, M., Dalkir, K., & Bidian, C. (2014). A holistic view of the knowledge life cycle:
The knowledge management cycle model. Electronic Journal of Knowledge
Management, 12, 91-103. Available from www.ejkm.com
Evans, M., Wensley, A., & Frissen, I. (2015). The mediating effects of trustworthiness on
social-cognitive factors and knowledge sharing in a large professional service
firm. Electronic Journal of Knowledge Management, 13, 240-253. Available from
www.ejkm.com
Ferreira, M.A.S., Reis, N.R., Serra,F.A.R., & Costa, B.K. (2014). Understanding the
footprint of the RBV in international business studies: The last twenty years of
research. Brazilian Business Review, 11(4), 53-83. Available from
www.bbronline.com.br
Fusch, P.I. & Ness, L.R. (2015). Are we there yet? Data saturation in qualitative research.
The Qualitative Report, 20(9), 1408-1416. Available from
http://www.nova.edu/sss/QR/QR20/9/fusch1.pdf
Garcia, D. & Gluesing, J.C. (2013). Qualitative research methods in international
organizational change research. Journal of Organizational Change Management,
26(2), 423-444. doi:10.1108/09534811311328416

90
Garcia. O.P.G. & Coltre, S.M. (2017). Knowledge management as a determining factor in
the retention of professionals in the industry: A case study in an organization in
the furniture industry. Brazilian Business Review, 14(2), 182-203.
doi:10.15728/bbr.2017.14.2.3
Gennaro, S. (2014). Conducting important and ethical research. Journal of Nursing
Scholarship, 46(2), 73. Available from
http://onlinelibrary.wiley.com/journal/10.1111/(ISSN)1547-5069
Ghapanchi, A.M., Wohlin, C., & Aurum, A. (2014). Resources contributing to gaining
competitive advantage for open source software projects: An application of
resource-based theory. International Journal of Project Management, 32, 139152. Available from www.elsevier.com/locate/ijproman
Giampaoli, D., Ciambotti, M., & Bontis, N. (2017). Knowledge management, problem
solving and performance in top Italian firms. Journal of Knowledge Management,
21, 355-375. doi:10.1108/JKM-03-2016-0113
Gladwell, P.W., Badlan, K., Cramp, F., & Palmer, S. (2015). Direct and indirect benefits
reported by users of transcutaneous electrical nerve stimulation for chronic
musculoskeletal pain: Qualitative exploration using patient interviews. Physical
Therapy, 95(11), 1518-1528. Available from https://academic.oup.com/ptj
Gouillart, F. J. (2014). The race to implement co-creation of value with stakeholders:
Five approaches to competitive advantage. Strategy & Leadership, 42(1), 2-8.
doi:10.1108/SL-09-2013-0071

91
Grace, A.R., Frazer, L., Weaven, S., & Dant, R.P. (2016). Building franchisee trust in
their franchisor: Insights from the franchise sector. Qualitative Market Research:
An International Journal, 19(1), 65-83. doi:10.1108/QMR-09-2014-0085
Greenwood, M. (2016). Approving or improving research ethics in management journals.
Journal of Business Ethics, 137, 507-520. doi:10.1007/s10551-015-5264-x
Haider, S. (2014). Identification, emergence and filling of organizational knowledge
gaps: A retrospective processual analysis. Journal of Knowledge Management,
18, 411-429. doi:10.1108/JKM-11-2013-0431
Hasan, M.N. (2016). Positivism: To what extent does it aid our understanding of the
contemporary social world? Quality and Quantity, 50(1), 317-325.
doi:10.1007/s11135-014-0150-4
Hesse-Biber, S. (2016). Qualitative or mixed methods research inquiry approaches: Some
loose guidelines for publishing sex roles. Sex Roles, 74, 6-9. doi:10.1007/s11199015-0568-8
Hiriscau, I.E., Stingelin-Giles, N., Stadler, C., Schmeck, K., & Reiter-Theil, S. (2014). A
right to confidentiality or a duty to disclose? Ethical guidelines for conducting
prevention research with children and adolescents. European Child and
Adolescent Psychiatry, 23, 409-416. doi:10.1007/s00787-014-0526-y
Ho, C.-F., Hsieh, P.-H., & Hung, W.-H. (2014). Enablers and processes for effective
knowledge management. Industrial Management and Data Systems, 114(5), 734754. doi:10.1108/IMDS-08-2013-0343

92
Hyett, N., Kenny, A., & Dickson-Swift, V. (2014). Methodology or method? A critical
review of qualitative case study reports. International Journal of Qualitative
Studies on Health and Well-being, 9, 1-12. doi:10.3402/qhw.v9.23606
Imran, M.K., Ilyas, M., & Tehreem, F. (2017). Achieving organizational performance
through knowledge management capabilities: Mediating role of organizational
learning. Pakistan Journal of Commerce and Social Sciences, 11(1), 105-124.
Available from http://www.jespk.net/
Ingham, R. (2016). A nurses’ guide to mixed methods research. Australian Journal of
Advanced Nursing, 33(4), 46-52. Available from www.ajan.com.au/
Intezari, A., Taskin, N., & Pauleen, D.J. (2017). Looking beyond knowledge sharing:
Integrative approach to knowledge management culture. Journal of Knowledge
Management, 21, 492-515. doi:10.1108/JKM-06-2016-0216
Jain, A.K. & Moreno, A. (2015). Organizational learning, knowledge management
practices, and firm’s performance. Learning Organization, 22, 14-39.
doi:10.1108/TLO-05-2013-0024
Jensen, J.A., Cobbs, J.B., & Turner, B.A. (2016). Evaluating sponsorship through the lens
of the resource-based view: The potential for sustained competitive advantage.
Business Horizons, 59, 163-173. Available from www.sciencedirect.com
Kakabadse, N., Kakabadse, A., & Kouzmin, A. (2003). Reviewing the knowledge
management literature: Towards a taxonomy. Journal of Knowledge
Management, 7, 75-91. doi:10.1108/13673270310492967

93
Kandukuri, V. & Nasina, J. (2017). Collaborative team learning contributions to the
knowledge management process, leadership, and culture in a multinational Indian
IT company. International Journal of Business and Information, 12(2), 107-122.
doi:10.6702/ijbi.2017.12.2.1
Karami, M., Alvani, S.M., Zare, H., & Kheirandish, M. (2015). Determination of critical
success factors for knowledge management implementation, using qualitative and
quantitative tools (Case study: Bahman automobile industry). Iranian Journal of
Management Stuides, 8(2), 181-201. Available from http://ijms.ut.ac.ir/
Karkoulian, S., Messarra, L.C., & McCarthy, R. (2013). The intriguing art of knowledge
management and its relation to learning organizations. The Journal of Knowledge
Management, 17, 511-526. doi:10.1108/JKM-03-2013-0102
Karnani, F. (2013). The university’s unknown knowledge: Tacit knowledge, technology
transfer and university spin-offs findings from an empirical study based on the
theory of knowledge. Journal of Technology Transfer, 38, 235-250.
doi:10.1007/s10961-012-9251-1
Khasseh, A.A. & Mokhtarpour, R. (2016). Tracing the historical origins of knowledge
management issues through referenced publication years spectroscopy. Journal of
Knowledge Management, 20, 1393-1404. doi:10.1108/JKM-01-2016-0019
Kim, M., Song, J., Triche, J. (2015). Toward an integrated framework for innovation in
service: A resource-based view and dynamic capabilities approach. Information
Systems Frontiers, 17, 533-546. doi:10.1007/s10796-014-9505-6

94
Knowledge management and business strategy. Communities of practice can give you
that competitive edge. (2015). Strategic Direction, 31(9), 25-28. doi:10.1108/SD07-2015-0098
Koohang, A., Paliszkiewicz, J., & Goluchowski, J. (2017). The impact of leadership on
trust knowledge management, and organizational performance. A research model.
Industrial Management and Data Systems, 117(3), 521-537. doi:10.1108/IMDS02-2016-0072
Kromidha, J. & Kristo, I. (2014). Implementation of relationship marketing in Albanian
banking sector and corporate customers’ perceptions. Journal of Economic
Development, Management, IT, Finance, and Marketing, 6(2), 1-13. Available
from http://www.gsmi-ijgb.com/Pages/JEDMITFM.aspx
Kuo, S-Y., Lin, P-C., & Lu, C-S. (2017). The effects of dynamic capabilities, service
capabilities, competitive advantage, and organizational performance in container
shipping. Transportation Research Part A, 95, 356-371.
doi:10.1016/j.tra.2016.11.015
Lach, D. (2014). Challenges of interdisciplinary research: Reconciling qualitative and
quantitative methods for understanding human-landscape systems. Environmental
Management, 53, 88-93. doi:10.1007/s00267-013-0115-8
Laeeque, S.H., Babar, S.F., & Ahmad, H.M. (2017). The integrative determinants of
innovation performance: The role of learning organization and knowledge
creation. Pakistan Journal of Commerce and Social Sciences, 11(1), 166-183.
Available from http://www.jespk.net/

95
Lee, V-H., Foo, A. T-L., Leong, L-Y., & Ooi, K-B. (2016). Can competitive advantage
be achieved through knowledge management? A case study on SMEs. Expert
Systems with Applications, 65, 136-151. Available from
www.elsevier.com/locate/eswa
Levers, M.D. (2013). Philosophical paradigms, grounded theory, perspectives on
emergence. SAGE Open, October-December, 1-6.
doi:10.1177/2158244013517243
Lewis, P.V. (2017). Building tacit knowledge programs for B-schools. Journal of Higher
Education Theory and Practice, 17(4), 48-56. Available from www.nabusinesspress.com/jhetpopen.html
Li, J. & Herd, A.M. (2017). Shifting practices in digital workplace learning: An
integrated approach to learning, knowledge management, and knowledge sharing.
Human Resource Development International, 20(3), 185-193.
doi:10.1080/13678868.2017.1308460
Lokke, A. & Sorenson, P.D. (2014). Theory testing using case studies. The Electronic
Journal of Business Research Methods, 12(1), 66-74. Available from
www.ejbrm.com
Malterud, K., Siersma, V.D., & Guassora, A.D. (2016). Sample size in qualitative
interview studies: Guided by information power. Qualitative Health Research,
26(13), 1753-1760. doi:10.1177/1049732315617444

96
Marouf, L. (2016). The role of knowledge sharing culture in business performance.
VINE Journal of Information and Knowledge Management Systems, 46(2), 154174. doi:10.1108/VJIKMS-10-2014-0061
Martinez-Conesa, I., Soto-Acosta, P., & Carayannis, E.G. (2017). Journal of Knowledge
Management, 21, 553-570. doi:10.1108/JKM-09-2016-0403
Massingham, P.R. and Massingham, R.K. (2014). Does knowledge management produce
practical outcomes? Journal of Knowledge Management, 18, 221-254.
doi:10.1108/JKM-10-2013-0390
Mayer, I. (2015). Qualitative research with a focus on qualitative data analysis.
International Journal of Sales, Retailing and Marketing, 4(9), 53-67. Available
from www.ijsrm.com/
Mazdeh, M.M. & Hesamamiri, R. (2014). Knowledge management reliability and its
impact on organizational performance. An empirical study. Program: Electronic
Library and Information Systems, 48(2), 102-126. doi:10.1108/PROG-01-20130001
McCusker, K. & Gunaydin, S. (2015). Research using qualitative, quantitative, or mixed
methods and choice based on the research. Perfusion, 30(7), 537-542.
doi:10.1177/0267659114559116
Micic, R. (2015). Leadership role in certain phases of knowledge management processes.
EKOHOMHKA, 61(4), 47-56. doi:10.5937/ekonomika1504047M

97
Mishra, A.K., Mishra, K.E., & Grubb, W.L. (2015). Reducing turnover in franchisebased small business organizations: The role of trust, justice, and commitment.
Small Business Institute Journal, 11(1), 6-23. Retrieved from www.sbij.org
Molina-Azorin, J.F. (2016). Mixed-methods research: An opportunity to improve our
studies and our research skills. European Journal of Management and Business
Economics, 25, 37-38. Available from
http://www.sciencedirect.com/science/journal/24448451
Moré, R.P.O., Telles, R., Marinho, S.V., & Corrêa, F.H.C. (2016). Institutional theory of
strategic capacity and competitive advantage: Theoretical view of the information
technology industry in Brazil. International Journal of Business Management and
Economic Research, 7(3), 671-679. ISSN:2229-6247
Mousavizadeh, M., Harden, G., Ryan, S., & Windsor, J. (2015). Knowledge management
and the creation of business value. The Journal of Computer Information Systems,
55(4), 35-46. Available from www.tandfonline.com/loi/ucis20
Mozafari, K. & Dadfar, I. (2016). The mediating role of knowledge transfer in the
relationship between cognitive dimension of social capital and innovation.
International Journal of Management Research and Review, 6(5), 676-683.
ISSN:2249-7196
Muchiri, M. & Kiambati, K. (2015). Relating leadership processes, societal culture, and
knowledge management: A theoretical model. The Journal of Global Business
Issues, 9(1), 29-38. Available from

98
https://www.highbeam.com/publications/journal-of-global-business-issuesp62594
Munn, Z., Porritt, K., Lockwood, C., Aromataris, E. & Pearson, A. (2014). Establishing
confidence in the output of qualitative research synthesis: The conqual approach.
BMC Medical Research Methodology, 14(108), 1-7. Available from
https://bmcmedresmethodol.biomedcentral.com/
Nadarajah, D. & Kadir, S.L.S. (2014). A review of the importance of business process
management in achieving sustainable competitive advantage. The TQM Journal,
26(5), 522-531. doi:10.1108/TQM-01-2013-0008
Ngulube, P. (2015). Trends in research methodological procedures used in knowledge
management studies. African Journal of Library Archives and Information
Science, 25(2), 125-143. Available from https://www.ajol.info/index.php/ajlais
Nonaka, I. (1994). A dynamic theory of organizational knowledge creation. Organization
Science, 5(1), 14-37. Available from http://pubsonline.informs.org/loi/orsc
Nonaka, I. & Toyama, R. (2003). The knowledge-creating theory revisited: Knowledge
creation as a synthesizing process. Knowledge Management Research & Practice,
1, 2-10. Available from www.palgrave-journals.com/kmrp
Nooshinfard, F. & Nemati-Anaraki, L. (2014). Success factors of inter-organizational
knowledge sharing: A proposed framework. The Electronic Library, 32(2), 239261. doi:10.1108/EL-02-2012-0023
O’Keefe, J., Buytaert, W., Mijic, A., Brozovic, N., & Sinha, R. (2016). The use of semistructured interviews for the characterisation of farmer irrigation practices.

99
Hydrology and Earth System Sciences, 20, 1911-1924. doi:10.5194/hess-20-19112016
Okoroafor, H. (2014). Tacit knowledge sharing in franchise organizations. Knowledge
Management Research & Practice, 12, 97-102. Available from www.palgravejournals.com/kmrp/
Olivia, F.L. (2014). Knowledge management barriers, practices and maturity model.
Journal of Knowledge Management, 18, 1053-1074. doi:10.1108/JKM-03-20140080
Omotayo, F.O. (2015). Knowledge management as an important tool in organisational
management: A review of literature. Library Philosophy and Practice. Available
from http://digitalcommons.unl.edu/libphilprac/
Overall, J. (2015). A conceptual framework of innovation performance: The importance
of leadership, relationship quality, and knowledge management. Academy of
Entrepreneurship Journal, 21(2), 41-54. Available from
http://www.alliedacademies.org/academy-of-entrepreneurship-journal/
Paine, G. (2015). A pattern-generating tool for use in semi-structured interviews. The
Qualitative Report, 20(4), 468-481. Available from
http://www.nova.edu/ssss/QR/QR20/4/paine2.pdf
Palinkas, L.A., Horwitz, S.M., Green, C.A., Wisdom, J.P., Duan, N., & Hoagwood, K.
(2015). Purposeful sampling for qualitative data collection and analysis in mixed
method implementation research. Administration and Policy in Mental Health, 42,
533-544. doi:10.1007/s10488-013-0528-y

100
Paswan, A.K., D’Souza, D., & Rajamma, R.K. (2014). Value co-creation through
knowledge-exchange in franchising. Journal of Services Marketing, 28, 116-125.
doi:10.1108/JSM-09-2013-0254
Pei, W., Li, J-H., & Tan, B-L. (2015). A study of the application of competitive dynamics
theory integrated with AHP – a case study of Taiwan’s listed automakers.
International Journal of Organizational Innovation, 7(4), 82-98. Available from
www.ijoi-online.org/
Perez-Soltero, A. & Soto, V.L. (2017). A model based on core processes and knowledge
management to promote innovation: A case of a Mexican trading company. The
IUP Journal of Knowledge Management, 15(1), 7-29. Available from
http://www.iupindia.in/knowledge_management.asp
Perrigot, R., Hussain, D., & Windsperger, J. (2015). An investigation in to independent
small business owners’ perception of franchisee relationships. International
Journal of Distribution Management, 43(8), 693-711. doi:10.1108/IJRDM-012014-0010
Petrova, E., Dewing, J., & Camilleri, M. (2016). Confidentiality in participatory research:
Challenges from one study. Nursing Ethics, 23(4), 442-454.
doi:10.1177/0969733014564909
Pilcher, N. & Cortazzi, M. (2016). Dialogues: QUANT researchers on QUAL methods.
The Qualitative Report, 21(3), 450-473. Available from http://tqr.nova.edu/
Polyani, M. (1958). Personal knowledge: Towards a post-critical philosophy. Chicago,
IL: University of Chicago Press

101
Purcell, R. & O’Brien, J. (2015). Unitas: Towards a holistic understanding of knowledge
in organisations – A case based analysis. The Electronic Journal of Knowledge
Management, 13, 142-154. Available from www.ejkm.com
Purkayastha, A. & Sharma,S. (2016). Gaining competitive advantage through the right
business model: Analysis based on case studies. Journal of Strategy and
Management, 9(2), 138-155. doi:10.1108/JSMA-07-2014-0060
Qureshi, N.A. & Ghani, U. (2015). Knowledge management: The way to organizational
competitive advantage. Oeconomics of Knowledge, 7(1), 25-35. Available from
https://sites.google.com/site/oeconomicsofknowledge/journal-issues
Ragab, M.A.F. & Arisha, A. (2013). Knowledge management and measurement: A
critical review. Journal of Knowledge Management, 17, 873-901.
doi:10.1108/JKM-12-2012-0381
Razali, R., Anwar, F., Abdul Rahman, M., & Ismail, F.F. (2016). Mixed methods
research: Insights from requirements engineering. The Electronic Journal of
Business Research Methods, 14(2), 125-134. Available from www.ejbrm.com
Rechberg, I.D. & Syed, J. (2014). Appropriation or participation of the individual in
knowledge management. Management Decision, 52(3), 426-445.
doi:10.1108/MD-04-2013-0223
Rehman, W., Ashgar, N., & Ahmad, K. (2015). Impact of KM practices on firms’
performance: A mediating role of business process capability and organizational
learning. Pakistan Economic and Social Review, 53(1), 47-80. Available from
pu.edu.pk/home/journal/7/

102
Rehman, W., Ilyas, M., & Asghar, N. (2015). Knowledge sharing, knowledge
management strategy and performance; A knowledge based view. Pakistan
Economic and Social Review 53(2), 177-202. Available from
www.pu.edu.pk/home/journal/7
Ribiére, V. & Walter, C. (2013). 10 years of KM theory and practices. Knowledge
Management Research & Practice, 11, 4-9. doi:10.1057/kmrp.2012.64
Ridder, H-G., Hoon, C., & Baluch, A.M. (2014). Entering a dialogue: Positioning case
study findings towards theory. British Journal of Management, 25, 373-387.
doi:10.1111/1467-8551.12000
Rimando, M., Brace, A., Namageyo-Funa, A., Parr, T.L., Sealy, D-A., Davis, T.L.,
…Christiana, R.W. (2015). Data collection challenges and recommendations for
early career researchers. The Qualitative Report, 20(12), 2025-2036. Available
from http://nsuworks.nova.edu/tqr/
Rosales, A. (2014). Conflicting ethics of confidentiality in adolescent drug research.
Psychopharmacology, 231, 1433-1435. doi:10.1007/s00213-013-3183-9
Sabri, A. (2014). Applying DeLone and McLean IS success model on socio-techno
knowledge management system. International Journal of Computer Science
Issues, 11(6), 160-166. Available from www.IJCSI.org
Salavou, H.E. (2015). Competitve strategies and their shift to the future. European
Business Review, 27(1), 80-99. doi:10.1108/EBR-04-2013-0073

103
Salem, I.E. (2014). Toward better understanding of knowledge management: Correlation
to hotel performance and innovation in five-star chain hotels in Egypt. Tourism
and Hospitality Research, 14(4), 176-196. doi:10.1177/1467358414542265
Santha, B., Sudheer, H., Saxena, V., & Tiwari, V. (2015). The Pharma Innovation
Journal, 4(2), 83-86. www.thepharmajournal.com/
Sarma, S.K. (2015). Qualitative research: Examining the misconceptions. South Asian
Journal of Management, 22(3), 176-191. Available from http://www.sajmamdisa.org/
Serenko, A. & Dumay, J. (2015). Citation classics published in knowledge management
journals. Part I: Articles and their characteristics. Journal of Knowledge
Management, 19, 401-431. doi:10.1108/JKM/06-2014-0220
Sergiu, L.B. & Lile, R. (2015). Knowledge management for business performance
improvement. Agricultural Management, 17(2), 111-114. Available from
www.lsma.ro/
Sigalas, C. (2015). Competitive advantage: The known unknown concept. Management
Decision, 53(9), 2004-2016. doi:10.1108/MD-05-2015-0185
Simpson, A. & Quigley, C. F. (2016). Member checking process with adolescent
students: Not just reading a transcript. The Qualitative Report, 21(2), 377-392.
Available from http://nsuworks.nova.edu/tqr/
Smith, J. & Noble, H. (2014). Bias in research. Evid Based Nurs, 17(4), 100-101.
doi:10.1136/eb-2014-101946

104
Stanciu, V. & Tinca, A. (2017). Solid knowledge management – The ingredient
companies need for performance: A Romanian insight. Accounting &
Management Information Systems / Contabilitate si Informatica de Gestiune,
16(1), 147-163. Available from http://cig.ase.ro/revista_cig/
St. John, K., Petcovic, H., Stokes, A., Arthurs, L., Callahan, C., Feig, A., …Van Hoesen,
J. (2016). Unpackaging manuscript preparation and review guidelines for
curriculum and instruction and research papers. Journal of Geoscience Education,
64, 1-4. Available from http://nagt-jge.org/?code=gete-site
Suwardy, T. & Ratnatunga, J. (2014). Business landscaping for strategic advantage:
Evidence from a multi-sector study. Journal of Applied Management Accounting
Research (JAMAR), 12(2), 1-16. Available from http://www.cmawebline.org
Swan, J. & Newell, S. (2000). Linking knowledge management and innovation. In H.R.
Hansen, M. Bichler, & H. Mahrer (Eds.), Proceedings of the 8th European
conference on information systems, Vienna university of economics and business
administration. (pp.591-598). Available from aisle.aisnet.org
Teece, D.J. (1998). Capturing value from knowledge assets: The new economy, markets
for know-how, and intangible assets. California Management Review, 40(3), 5579. Available from cmr.berkeley.edu/
Tran, V-T., Porcher, R., Tran, V-C., & Ravaud, P. (2017). Predicting data saturation in
qualitative surveys with mathematical models from ecological research. Journal
of Epidemiology, 82, 71-78. Available from http://www.jclinepi.com/

105
Tsai, F-S., Kuo, C-C., & Liu, C-F. (2017). Knowledge-based view in the franchising
research literature. Journal of Economic and Social Thought, 4(1), 97-107.
Available from www.kspjournals.org
Urîtu, D., Corcodel, S-F., & Tanase, I.A. (2017). Awareness of the concepts of
knowledge-based economy and organization within Romanian SMEs. Review of
International Comparative Management, 18(1), 53-62. Available from
http://www.rmci.ase.ro/
Valmohammadi, C. & Ahmadi, M. (2015). The impact of knowledge management
practices on organizational performance. A balanced scorecard approach. Journal
of Enterprise Information Management, 28(1), 131-159. doi:10.1108/JEIM-092013-0066
Wang, Y-M. & Wang, Y-C. (2016). Determinants of firms’ knowledge management
system implementation: An empirical study. Computers in Human behavior, 64,
829-842. Available from
http://www.sciencedirect.com/science/article/pii/S0747563216305453
Wang, Z., Wang, N., & Liang, H. (2014). Knowledge sharing, intellectual capital and
firm performance. Management Decision, 52(2), 230-258. doi:10.1108/MD-022013-0064
Weaven, S., Grace, D., Dant, R., & Brown, J.R. (2014). Value creation through
knowledge management in franchising: A multi-level conceptual framework.
Journal of Services Marketing, 28, 97-104. doi:10.1108/JSM-09-2013-0251

106
Whalen, P., Uslay, C., Pascal, V.J., Omura, G., McAuley, A., Kasouf, C., …Deacon, J.
(2016). Anatomy of competitive advantage: Towards a contingency theory of
entrepreneurial marketing. Journal of Strategic Marketing, 24(1), 5-19.
doi:10.1080/0965254X.2015.1035036
Wickramasinghe, N. (2003). Do we practise what we preach? Are knowledge
management systems in practice truly reflective of knowledge management
systems in theory? Business Process Management Journal, 9(3), 295-311.
Available from http://www.emeraldinsight.com
Willgens, A.M., Cooper, R., Jadotte, D., Lilyea, B., Langtiw, C., & Obenchain-Leeson,
A. (2016). How to enhance qualitative research appraisal: Development of the
methodological congruence instrument. The Qualitative Report, 21(12), 23802395. Available from tqr.nova.edu/
Winter, S.G. (1987). Knowledge and competence as strategic assets. In D.J. Teece (Ed.),
The competitive challenge: Strategies for individual innovation and renewal. (pp.
159-184). Cambridge, MA: Ballinger
Wong, S. & Cooper, P. (2016). Reliability and validity of the explanatory sequential
design of mixed methods adopted to explore the influences on online learning in
Hong Kong bilingual cyber higher education. International Journal of Cyber
Society and Education, 9(2), 45-64. doi:10.7903/ijcse.1475
Wu, I. & Chen, J. (2014). Knowledge management driven firm performance: The roles
of business process capabilities and organizational learning. Journal of
Knowledge Management, 18, 1141-1164. doi:10.1108/JKM-05-2014-0192

107
Yin, R. K. (2014). Case study research: Design and methods. (5th ed.). Thousand Oaks,
CA: Sage.
Zhang, X., Chen, H., de Pablos, P.O., Lystras, M.D., & Sun, Y. (2016). Coordinated
implicity? An empirical study on the role of social media in collaborative
learning. International Review of Research in Open and Distributed Learning,
17(6), 121-141. Available from www.irrodl.org/

108
Chapter 7 of the Publication Manual of the American Psychological Association, sixth
edition, includes numerous examples of reference list entries. For more information on
references or APA style, consult the APA website or the Walden Writing Center website.

109
Appendix A: Interview Questions
I will ask participants the following interview questions:
1. How do you define knowledge management in the context of your day-to-day
operations as a fast-food chicken restaurant franchise owner?
2. How do you define competitive advantage within the fast-food chicken
restaurant franchise industry?
3. What processes do you use to formulate knowledge management strategies for
competitive advantage?
4. How do you implement knowledge management strategies to increase the
competitive advantage of your business?
5. What specific techniques do you use to identify knowledge sources?
6. Once you have identified knowledge (a new idea, concept, suggestion, best
practice), what methods or processes do you use to compile and store that
knowledge?
7. What additional insights or comments would you like to add to our discussion?
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Appendix B: Interview Protocol
1.

Introduce the interview: Thank participant for assistance, reiterate purpose of the
study, remind participant of length of interview (30-45 mins), and provide inform
participant that questions asked will be focused on gaining insight on their
perspectives of effective KM strategies used for competitive advantage within
their fast food franchises.

2.

Present consent form (if not obtained prior), review with participant, obtain
participant signature, and provide participant a copy of consent form.

3.

Remind participant interview will be recorded. Confirm participant’s consent to
record and start recording devices (Laptop computer and smart phone with voice
recording app).

4.

Introduce participant using assigned pseudonym (Participant number_Date_Time
in military format). Record participant pseudonym on note pad.

5.

Begin interview with Question 1; follow with remaining questions probing as
required.

6.

Record paraphrasing, observations about the setting, participant demeanor, and
any additional information revealed during probing.

7.

End interview sequence and coordinate follow-on member checking with
participant.

8.

Thank participant for assistance and reinforce the importance of their
contributions to the overall purpose of the study.

9.

End protocol.

